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Administrative theory progressed through several devel
opmental stages. Rational organization theory has a long and
productive history: beginning with the military and the Roman
Catholic Church, it was refined through the Industrial Revolu
tion, given theoretical expression by Weber, extended by Taylor,
and adapted to large modern day structures by many others.1
Weber's empirical studies of analysis of bureaucracies and a
formulation of an "ideal type" bureaucratic structure, contrib
uted a significant view of formal organizations and maintained
an immeasurable influence on the organization of human enter
prises. Taylor, an industrial engineer, soon afterward pursued
the research in the area of formal organization and became the
avant guard for the "scientific management movement." Effi
ciency of the human element rather than management was Taylor's
main concern. Taylor and the disciples who followed him (of
whom there were legions became so engrossed in the manual and
T-Willard R. Lane, Ronald G. Corwin, William G. Monahan,
Foundations of Educational Administration: A Behavioral Analysis
(New York: The MacMillan Company, iy/JJ, p. 6.
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temporal aspects of the work that the job somehow became
separated from the man. It was the task itself which be
came the focal point of scientific inquiry and measurement.
Taylor's viewpoint that followed during the period 1910-1930
formed what is now considered the job analysis approach, the
first development of administrative theory.
The efficiency theory involving time and motion, es
poused by Taylor, was not unanimously accepted. Follet
assumed the initial opposing perspective of administration
from which arose the human relations approach to the struc
ture of formal organizations during the period of 1930-1950.
Confirmation of her position was substantiated further via
Mayo's findings in his conducting of the well-known Hawthorne
Experiments. These experiments concluded, while wages and
working conditions were important to the worker, they ranked
second to what Mayo called a 'method of living in a social
relationship.
Beginning 1950 forth, evolved a significantly different
view of administrative theory, the behavioral analysis approach.
Barnard, one of the earlier advocaters, was primarily concerned
with administrative behavior within the context of the social
2Willard R. Lane, Ronald G. Corwin, William G. Monahan,
foundations of Educational Administration: A Behavioral Analysis
(New York: The MacMillan Company, 1971), p. 11.
3Roald F. Campbell, et al., Introduction to Educational
Administration (Boston: Allyn & Bacon, Inc., 1971), p. 109.
science framework. Another influential scholar was Simon,
who used the behavioral sciences to explain organizations and
the behavior of people in them.'*
Thus, the behavioral analysis approach provides the
setting in which this research was conducted. The fact that
administration always functions within a network of inter
personal or more broadly, social relationships, makes the na
ture of this network a crucial factor in the administrative
process.5 With the plethora of daily social and political
crises school administrators are confronted with, they must
be aware and have a working knowledge of the psychology of
interpersonal relations to remain effective. The administra
tor must first know himself, become sensitive to how others
perceive him in various situations, their own individual feel
ings, needs, and motivations in order to mobilize the human
element effectively toward realizing the objectives established
by the organization.
Statement of the Problem
The general problem that was examined was the effect
4Roald F. Campbell, et al., Introduction to Educational
Administration (Boston: Allyn & Bacon, Inc., 1971), p. 111.
5Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 53.
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training in the affective domain had upon a group of non-
experienced administrators. The specific problem was to in
vestigate how experienced and non-experienced administrators
would react to a simulated administrative case study.
Objectives
It is this realm of education, the affective domain,
which was the focal point of this study. The objectives that
were explored are:
1. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of demographic data
2. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of identifying the internal
problems and solutions of an administrative case study
3. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of how they perceived the
classifications of their solutions
4. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of how they react to admini
strative and personal values as 1) an active admini-
5
strator in a formal organization and 2) an individual
within the context of a formal organization
5. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in relation to the specific type of
training dealing specifically with the affective
and cognitive domains.
It was hoped that inferences could be drawn, from the
study, to determine whether a specific type training could
enhance simultaneously, technical skills and the dynamics of
interpersonal relationships in order to produce a more effec
tive administrator equipped to handle the various decision-
making situations that practicing administrators must constantly
contend with.
Significance of the Study
There is a dire need for administrative training programs
involving the area of behavioral science and even more paramount
is the task of administrative science to develop research data
to test various training programs that would best fulfill this
requirement. This investigative study was one attempt to add
additional research data in the area of administrative training
in the behavioral sciences and to provide additional scientific
data from which a training model could be developed. This model
6
would then provide a general framework in which administrational
training could follow.
Traditionally, it is known that many administrative train
ing programs have concerned the majority of their academic
courses and seminars in the dissemination of cognitive skills,
such as methods of planning objectives, structural techniques,
and the like. Very little, if any administrative training
programs emphasize training in the affective area where the
individual is the focal point, group skills are introduced,
or interpersonal relations are explored in depth. Such has
been the distinguishing variable in this research design.
Group II, the non-experienced administrators, had been parti
cipants in a series of continuing affective training sessions.
Each person had at some time during this introductory course
in which they were presently enrolled, had been involved in
role-playing situations, simulation activities where "real"
emotional feeling had been revealed. A summary of these class
experiences may be found in Appendix B.
The types of experiences that the non-experienced group
had undergone constitute what this investigator feels needs to
be incorporated in administrative curriculums in order to best
meet the needs of aspiring administrators once they enter the
field of administration and also to prepare them to become
effective leaders in formal organizations. The affective do
main is where the emphasis of such training should lie. With
out the capabilities of securing cooperation from the human
element which comprises any organization, the cognitive skills
are virtually useless.
The quality of leadership is measured by the appropriate
ness of the behavior of a leader in the situations in
which he finds himself. Therefore, leadership behavior
is only effective to the extent that it is accepted by
group members as being relevant to the goals and issues
at hand.6
It was this reasoning which caused the progression of the place
ment of the administrative process within the behavioral and
social context from the outset.
Definition of Terms
To fully comprehend the concepts involved and to enhance
their relevance and meaning, operative definitions for the terms
are provided and include:
administrative training - completion of a traditional,
professional program emphasizing theory, technique,
methods, etc. at an institution of higher learning
administrative experience - active as a practicing
administrator in an educational setting in some capacity
6Stuart A. Marshall, "Leadership & Sensitivity Training,"
Journal of Education 153 (October 1970): 6-36.
8
administrative success - the ability to integrate the
needs of the person with the role expectations of the
institution to accomplish the established objectives
cognitive domain - objectives which deal with the recall
or recognition of knowledge and development of skills
and abilities
affective domain - the area pertaining to the feelings
or emotions7
social system - a conceptual term for an aggregation of
individuals in an organization located in a geographic
locality, functioning in various degrees of interde-
Q
pendence as a permanent organized unit of social order
social process - a hierarchy of relationships, integra
tion of roles and facilities and involvement of person-
to-person interactions; concerned with the social-psy
chological aspects of human behavior
9
simulation - method of approximating reality
7carter V. Good, ed., Dictionary of Education, 3rd ed.
(United States: McGraw Book Company, 1973), p. 195.
8Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 54.
9Dale L. Bolton, ed., The Use of Simulation in Educa




This study involved the investigation and testing of
four null hypotheses upon which conclusions were drawn. The
null hypotheses were as follows:
Ho;l There is no significant difference between experi
enced and non-experienced administrators in relations
to the ways that they view administrative problems
and the way they reacted to an administrative simu
lated situation.
H02 There is no significant difference between experi
enced and non-experienced administrators in relations
to the specific kinds of administrative decisions
they made in viewing an administrative simulated
situation.
Ho3 There is no significant difference between experi
enced and non-experienced administrators in decisions
made when viewing a simulated administrative situation
specifically in relation to the cognitive and affec
tive domain.
Ho4 There is no significant difference between experi
enced and non-experienced administrators in reacting
to an administrative values scale, first as an active
administrator within a formal organization and then
10
as individuals within the context of a formal
organization.
All the null hypotheses were statistically tested for acceptance
or rejection at the .05 level of significance.
Theoretical Framework
Viewing administration from the context of the social
sciences, it seemed appropriate to utilize, as an underlying
basis, Guba and Getzels' theory: administration as a social
process. The theory states, in part, that the administrative
function constantly involves interaction between people and a
series of on-going interpersonal relationships. Thus, the
model can be viewed as a social system within the context of
a formal organization. Getzels and Guba specifically stated
that the social behavior found within that social system is a
result of an interplay between the institution, role, and role
expectations on one hand; and the individual, his personality,
values and need disposition on the other. The interaction be
tween the two forces produces administrative or social behavior.
The two influential forces may, of course, be congruent or non-
congruent, conflicting or non-conflicting. In essence, Guba
and Getzels state:
social systems are inhabited by flesh-and-blood individuals
no two of whom are quite the same. Each stamps the parti
cular role he occupies with the unique style of his own
11
characteristic pattern of expressive behavior.
Subsequently, one can theorize how the theoretical frame
work would encompass behavioral and social sciences1 concepts.
Limitations of the Study
Limitations encountered in this investigative study are
inherent with the obviously small sample size (n=12) in the
two sample populations. The total sample population is twenty-
four. Generally, a random sampling procedure is performed to
generate groups, however, the subjects in each group were pre
selected through the pre-registration procedures in proceeding
with their graduate studies. Subsequently, the sample size is
not as large as the researcher would desire. This fact implies
some question as to whether conclusions found for the sample
population may be generalized to the larger normative population,
A further limitation was that the members within each
sample group were not as homogenous as would be desirable.
Among the supposedly non-experienced subjects were a few who
were currently in active administrative positions. Likewise,
among the experienced subjects were people who had been exposed
to the affective training, which the non-experienced group had
lOjacob w. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 78.
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been subjected to throughout the study.
Through the usage of written questionnaire, particular
obstacles were present. The phraseology, terminology, and
comprehension of instructions always present problems when
subjects are asked to give spontaneous responses.
One aspect of the instrument contained a simulated situa
tion as a tool to generate the data. The length of the instru
ment employed may be considered a limitation since the admini
strative simulated case study was three and one-half pages long,
due to an attempt to include all the variables (i.e. conflict,
tension, human relations, communication, etc.) that an actual
situation may entail.
This useful, yet unexploited research tool also had its
disadvantages. The simulations may have contained elements
which generated irrelevant data which had no effect upon the
outcome or decisions made by the subjects. The simulated case
study may have excluded elements, thereby, modifying the ex
pected outcome in comparison to actual occurrences. Finally,
relationships with variables that did not conform with case
reality may have been developed. These disadvantages were
further reinforced by the "artificial distractions" created
during the non-experienced administrators answering of the
questionnaire. A time limt was exerted upon this group of
13
subjects, with frequent announcements of minutes remaining to
complete the required responses. Questions were asked of various
subjects while responding, whistling, slamming of windows, dim
ming of lights, etc. occurred to create an atmosphere of pressure
under which an administrator usually operates. Yet, these dis
tractions were artificial and must be viewed as such.
Another major limitation of simulation as a research
tool encompasses the motivation of the participants. The
motivations of people always differ in a real and simulated
situation.^ It was observed that potential problems in the
use of simulation in research include, realism, scope, and
motivation. Although a sincere attempt was made to minimize
these discrepancies, it cannot be stated emphatically that the
task was completely successful.
It should also be noted at this point that Group II, the
non-experienced administrators, did not receive the full aca
demic semester of affective training prior to administering
the Administrative Compilation Data Sheet and Simulated Admini
strative Case Study. Thus, the anticipated results of the
affective training cannot be accurately measured by this study.
Perhaps the most severe limitation encountered was that
L. Bolton, ed., The Use of Simulation in Educational
Administration (Ohio: A. Bell & Howell Company, 1971), p. 28.
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the measurement of variables studied do not readily lend them
selves to statistical analysis. Quantifying such variables as
perception, individual values, and similar affective domain
concepts remains a constant problem to researchers. There
fore, one attempt of the study was to categorize and chart
the variables in an attempt to provide a general conceptual
overview of the generated data.
Description of Subjects
The Group I subjects, for the most part experienced
administrators, had been generally active in some administra
tive capacity. They were what one could label "hard-nosed
administrators." Most were married, had children, had obtained
their M.A. degree, and were presently seeking entrance into the
Specialist or Doctoral Program of Educational Administration
and Supervision. The majority were active members of one or
more professional organizations.
Group II, the non-experienced administrators, were en-
rollees of an introductory course, Principles of Administration.
As Group I, most were married and had families. All of the in
dividuals in this group had obtained at least their B.A. degree
with some of the students seeking admittance to the specialist
program, as well as some working on the completion of the master's
program. The non-experienced group were slightly younger than
15
the first group of administrators and had fewer years of prac
tical administrative experience if any. In addition, Group II
subjects were less active in professional organizations.
Description of Instrument
Group I and II were presented with the Administrative
Compilation Data Sheet and Simulated Administrative Case Study.
The first twenty-five responses called for a personal profile
of each person to compile demographic data such as age, position,
marital status, number of dependents, amount of professional
training, and other personal information.12 Part II was a
descriptive simulated administrative case study, which the
subjects were requested to place themselves in the position
of administrator, identify 1-5 problems, and generate 1-5 so
lutions.13 This section also required that each subject cate
gorize their decisions as falling within the cognitive domain,
the affective domain, or a combination of both.
Part II of the questionnaire listed twenty-five concepts
of administrative behavior and personal values.14 All subjects
12Barbara L. Jackson and Joyce Payne, "The Status of Black
Women in Education Administration," (Ph.D. dissertation, Atlanta
University, 1974).
13Ronald N. Kilpatrick and Cora A. Watkins, Simulated
Administrative Situation - Metropolis, USA (February, 1975).
14Richard Wynn, "Decision-making in Elementary School
Administration," UCEA Simulation Materials, Ohio, 1966. (Mimeo
graphed.)
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were asked to rate themselves on a six-point scale, first as
he would if he were an active administrator in a formal organi
zation, and secondly as an individual within a formal organization.
The treatment distinguishing the two groups was the in
volvement of Group II, the non-experienced administrators, in
the affective training sessions which assisted them in exploring
the feelings, personality, characteristics of self, reactions
from the group, perceptions, etc. This was accomplished through
the use of simulated situations, role-playing, discussion and
feedback sessions created by the facilitator throughout each
class meeting. A brief summary of all class activities may
be found in Appendix B. Thus, a special section of the ques
tionnaire queried Group I on their assessment of the training
they received in the affective domain had upon themselves as
individuals, and the way they perceived others within the con
text of the formal organization. ^ Each subject was asked to
circle a percentage figure which corresponded to their assessment.
Analysis of Data
The instrument described above resulted in a collection
of a substantial amount of data for the small sample of twenty-
N. Kilpatrick and Cora A. Watkins, Modified
Assessment Scale (February, 1975).
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four subjects. The presentation of data can be classified
under three headings: 1) Descriptive Data, 2) Testing of the
Null Hypotheses, and 3) Additional Data.
Descriptive Data
All responses were first coded and summarized on a com
puter worksheet. The computer program DOI Distribution Sta-
tistics, Peabody College Computer Center, version of Septem
ber 1, 1969 provided the initial statistical data for this
section of the data analysis. Means and standard deviations
were computed for all 92 variables. These statistics were
utilized in preparing the tables presented in Chapter IV,
Analysis of Data, when distinguishing the differences and
similarities among Group I and Group II. Responses concerning
the variables age, marital status, type of position, level of
training, etc. found in Part I of the Administrative Compila
tion Data Sheet and Simulated Administrative Case Study were
compared and contrasted between the groups on the basis of the
output of DOI Distribution Statistics computer program described.
This included questions 1-25 of the instrument. (See Appendix A)
Testing of the Null Hypotheses
The null hypotheses stated in the beginning of this chap
ter were tested on the .05 statistical level of significance.
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The t-test figures were the basis upon which the null hypotheses
were either accepted or rejected. All data, the 92 variables,
were run through the V06 T-Test for Independent Means and F-Test
for Homogenity of Independent Variances of the Peabody College
Computer Center, version of July 1, 1969. The necessary statis
tical data provided from this program was instrumental in prepa
ration of the tables illustrating how the experienced group and
the non-experienced group of administrators viewed and reacted
to the simulated administrative case study. Output from the
DOI Distribution Statistics computer program previously men
tioned was also used.
For the last section of the questionnaire, Administrative
Behavior and Personal Values scale, responses were inserted as
input in COI Covariance and Correlation computer program, Peabody
College Computer Center, version of July 1, 1969. The output
from this computer program gave the means and standard deviations
of each group as they responded as a) an active administrator and
b) as an individual within the context of a formal organization.
Secondly, the printout listed a correlation coefficient figure
for each subject, indicating how each person's a and b response
correlated. The correlation figures were then keypunched and
served as input data for the V06 T-Tests and F-Tests programs
already described. The null hypothesis dealing with the values
19
scale was accepted or rejected from the t-test figure at the
.05 significance level.
Additional Data
Responses to the Administrative Simulated Case Study,
identifying problems and solutions, were categorized under
six headings: Effective Communication, Conflict-Tension Manage
ment, Intergroup Relations, Sufficient Decision-making Input,
Motivational Skills, and Management Skills. Thus, the responses
were made quantifiable, and the null hypothesis was accepted
or rejected as just described in the section above. Categori
zation of these responses simultaneously formulated the Admini
strative Problem Identification and Solution Grid, which further
clarified how each group viewed the case study. (See Appendix D)
Problems identified were indicated by a large P, symbolizing a
main problem and small p indicated a related problem. Likewise,
large S symbolized a main solution, and small s a related solu
tion. Percentages for the two groups in each category were com
puted to statistically compare the reactions. Tables of these
percentages are illustrated in Chapter IV, Analysis of Data.
A review of the instrument will show that each respondent
was asked to classify his/her solution as falling within the
Cognitive Domain, Affective Domain, or a Combination of Both.
Hence, another chart of responses is presented to show how they
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perceived their solutions in relation to the domains and the
six categories listed above.
Finally, a percentage table of the special section,
Affective Domain Change, administered to Group II was prepared
as additional data to be discussed in the summary of findings.
Overview of the Study
This investigative endeavor can be viewed within the
context of the behavioral sciences, from which Guba and Getzels
theory of administration as a social process arose. The pro
blem to be given detailed attention, therefore, involves con
cepts of perceptions, values, personal feelings, etc., which
also naturally are within the behavioral science context. An
unfortunate ramification of an investigation in this area, the
affective domain, is that these concepts present a difficulty
in the statistical measurement aspect of scientific research
and had to be dealt with accordingly.
This study utilized standard forms of questions for the
descriptive data, a simulated administrative case study approach
to gauge how each group perceived and reacted to an administra
tive crisis, and an administrative and personal value scale to
distinguish the traditional and emergent values held among the
group members. The treatment given to the non-experienced ad
ministrators in this study were the series of affective training
21
sessions provided in their introductory course in the Educa
tional Administration and Supervision Program.
It was hoped that the compiled data when statistically
computed, graphically depicted and computed for percentages
would indicate some general tendencies and conclusions re
garding experienced and non-experienced administrators. It
is also hoped that some conclusions were drawn to provide
useful additional knowledge and information concerning the
emphasis and direction of aspiring education administrators,
professors of education administration, and education admini
strative training programs in the many colleges and universi
ties.
The flowchart in Figure 1 conceptually can be viewed


















Fig. 1. Flowchart of Research Design
CHAPTER II
REVIEW OF LITERATURE
Conceptually speaking administration, as a developing
science, can be viewed as evolving in three overlapping stages.
However, activating members of a group toward a common objec
tive is as old as history itself.1
Job analysis marked the first approach to administration
as a science with the advent of Taylor, historically known as
the father of scientific management. His 1911 publication,
The Principles of Scientific Management, gave birth to the
scientific management movement, which virtually ignored the
psychological and personal aspects of mobilizing human efforts
and focused on efficiency in production. Almost simultaneously,
Fayol, in 1916, developed the "elements of management" also
based upon his experiences with industrial enterprises, main
taining a similar approach to administrative science (1910-
1930). Both important contributors advocated the management
process of production could be analyzed and scientifically
F. Campbell, et al., Introduction to Educational
Administration (Boston: Allyn & Bacon, Inc., 1971), p. 102.
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studied based upon industry.
During the next two decades, 1930-1950, the second
phase in the development of administrative science unfolded,
that of human relations. Follet pioneered this novel view of
administrative theory that:
The central problem of any enterprise, be it local or
national government, business organization or school
system, is the building and maintaining of dynamic,
yet harmoninous human relations.
However, it was actually Mayo and his colleagues who conducted
the empirical studies in this area to substantiate such a view.
Mayo was responsible for producing the infamous Hawthorne Ex
periments, (1923-1926) which have become milestones in the
field of educational research. Mayo and his associates col
lected a large body of data that make it clear that what goes
on inside the worker is even more significant for production
than what goes on outside.3
The final stage in the development of the concept of
administrative theory encompassed the behavioral sciences
and is often referred to as the behavioral analysis approach.
For the first time, the interrelationship of organization
2Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 31.
3Roald F. Campbell, et al., Introduction to Educational
Administration (Boston: Allyn & Bacon, Inc., 1971), p. 109.
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achievement and individual satisfaction was noted. Prime
contributors of this period (1950-present) include Barnard
and Simon. Barnard in The Functions of the Executive, ex
plicitly states the need for a general administrative theory
of relationships set forth within the context of the social
science of behavior. Simon's classic treatise, Administrative
Behavior, concurred with Barnard's assessment, and used the
behavioral sciences as a basis for examining formal organiza
tions and the individual's behavior as a member.
Emerging from the behavioral analysis approach, was an
increased emphasis and attention upon the process of admini
stration, which came into full bloom during the 1960's. A
new interest, not only in leadership and organizations per se
became evident, but a new interest in organizational behavior
became the thrust of research.
The school administrator is no longer merely the care
taker-manager of a public enterprise; the pressures and
problems of his job demand that increased attention be
given to his role as executive and less to his role as
expediter. And he has quickly learned that to be a suc
cessful leader he must be able to predict human behavior
much more accurately in varying situations.5
4Roald F. Campbell, et al.. Introduction to Educational
Administration (Boston: Allyn & Bacon, Inc., 1971), p. 111.
5Willard R. Lane, Ronald G. Corwin, William G. Monahan,
Foundations of Educational Administration: A Behavioral Analysis
(New York: The MacMillan Company, 1971), p. 24.
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Subsequently, a whole new realm of literature from the
social sciences was made applicable to the administration
process. Researchers began studying motivation in the formal
organization, need hierarchy, job satisfaction, and other be
havioral analysis concepts. Changing times simultaneously
bringing affluence, social crises, and increased technology
required an administrator with substantial preparation and
training in the skills and knowledge of interpersonal relations
and group processes.
Theoretical Framework
One such theory that encompasses the area of the behav
ioral and social sciences was published by Getzels and Guba
in their text, Social Behavior and the Administrative Process,
which introduced the novel view of administration as a social
process creating a social system. This social process model
of administration which serves as a basis for this study, then
served as a framework for much educational research. The theory,
administration as a social process, is a formulation concerned
primarily with the social-psychological aspects of human behav
ior, and is, therefore, more immediately relevant to the inter
nal dynamics of an organization than to say, its economic and
political ramifications.6 This theoretical model may be viewed
6Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. xvi (Preface).
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from three aspects:
Structurally, administration is seen as a hierarchy of
superordinate-subordinate relationships within a social
system. Functionally, this hierarchy of relationships
is the locus for the goals of the system. Operationally,
the administrative process takes effect in situations in
volving person-to-person interaction.^
Guba and Getzels theorize that there are two analytic dimen
sions of a social system; the normative or nomothetic dimen
sion, consisting of the institution, role, and expectations;
and the personal or idiographic dimension, which encompasses
the individual, personality, and need disposition. It is the
interaction of these two elements which constitute social
behavior within the formal organization. A given act is con-
Normative (Nomothetic) Dimension
^Institution Role Expectation*^
social Conflict I Area social
system | \f [ ^ I |y




Fig. 2. Guba and Getzels1 Social Process Model
ceived as deriving simultaneously from the normative and personal
'Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), pp. 52-53.
^Jacob W. Getzels and Egon G. Guba, "Social Behavior
and the Administrative Process," School Review 65 (Winter 1957),
pp. 423-441.
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dimensions, and performance in a social system as a function
of the interaction between role and personality. That is to
say, a social act may be understood as resulting from the in
dividual's attempts to cope with an environment composed of
patterns of expectations for his behavior in ways consistent
Q
with his own pattern of needs and dispositions.
Willower and Jones (1963) completed their research, JHS
Study, presenting a number of hypotheses on the school as a
social system.10 Their study focused mainly on the problem
of pupil control to better enable them to understand the
nature of schools as social systems. In the JHS Study, even
those teachers (usually younger in age and experience) who
preferred to be permissive in their relationships with students
made extensive efforts to convince their colleagues that they
were not "soft on discipline." The significant portion of
this research is here the socialization of teachers is stressed,
but it should be kept in mind that the concept may be applied
as well to administrators, specialists, and pupils. The JHS
9Jacob W. Getzels, James W. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 80.
10Donald J. Willower, "Hypotheses on the School as a
Social System," Educational Administration Quarterly 1 (Autumn
1965), pp. 42-51.
M. Milstein, James A. Belasco, Educational Admini
stration and the Behavioral Sciences: A Systems Perspective
(Boston: Allyn & Bacon, Inc., 1973), p. 136.
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Study clearly illustrates there was a continuous socializa
tion process, a blending of the personality of the teacher's
role and role expectations of the institution, in this case
the school environment. It was an excellent depiction of
the Guba and Getzels1 model as shown in Fig. 2.
Since social behavior within the context of the formal
organization results from the interaction of the normative
and idiographic dimensions, it is imperative that an admini
strator be somewhat knowledgeable in the area of human behav
ior. An effective administrator is one who is able to mobilize
his staff toward the established objectives; he must be aware
of the basic human needs, to have a greater self-awareness,
understanding of others, and know how to deal effectively
with all types of individuals. As stated previously, each
individual brings to his role a unique need disposition,
frame of reference, and personality according to Guba and
Getzels. The nomothetic (normative) dimension and the idio
graphic (personal) dimension may or may not conflict. Guba
and Getzels illustrated the proportions of role and personality
components in social behavior by citing the example of the
military, artists' colony, and educational organizations.
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Fig. 3. Guba & Getzels1 Role-Personality Model
12
In the military much is prescribed (and proscribed);
in the artists' colony, mucli is left to individual
discretion (and indiscretion). In educational or
ganizations it could be hypothesized that the pro
portion of role and personality considerations might
be balanced somewhere between the two (line B)."
Subsequently, the personal dimension gains importance as a
significant variable in the administrative process. It becomes
necessary for the administrator to understand the dynamics of
role-personality interaction in his situation from the perspec
tive of both the individual and the institution's axis of behav-
x LTacob W. Getzels and Egon G. Guba, "Social Behavior and
the Administrative Process," School Review 65 (Winter 1957):
pp. 423-441.
13Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 82.
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ior. ^ Thus, it is apparent that there is some relevance in
the administration social process model when it is seen that
the administrative process involves gratification of the
normative (role expectations) and idiographic (need dispo
sition) dimensions. The administrator has the unique task
of integrating these two elements in such a fashion that the
organizational goals are realized while the individual's need
disposition is satisfied, at least to an operational degree.
Maslow's Hierarchy of Basic Needs
The literature from this point extends to the basic
needs of man and exactly what needs man must have satiated.
Maslow's hierarchy of basic needs as suggested in his creative
work, Motivation and Personality (1954), cannot be ignored in
such a discussion. McGregor makes an excellent summary of
Maslow's scheme and describes the need hierarchy as follows:
1. Physiological Needs - at the lowest level, but
pre-eminent in importance when they are thwarted,
are his physiological needs. Man lives by bread
alone when there is no bread. Unless the circum
stances are unusual, his needs for love, status,
14Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 89.
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for recognition are inoperative when his stomach
has been empty for a while. But when he eats
regularly and adequately, hunger ceases to be
an important need. The same is true of the other
physiological needs of man—for rest, exercise,
shelter, protection from the elements.
2. Safety Needs - When the physiological needs are
reasonably satisfied, needs at the next higher
level begin to dominate man's behavior—-to moti
vate him. These are the safety needs against
danger, threat, and deprivation.
3. Social Needs - When man's physiological needs are
satisfied and he is no longer fearful about his
physical welfare, his social needs become impor
tant motivators of his behavior. These are such
needs as those for belonging, for association,
for acceptance by one's fellows, for giving and
receiving friendship and love.
4. Ego Needs - Above the social needs, in the sense
that they do not become motivators until lower
needs are reasonably satisfied are the needs of
greater significance to management and to man
himself. They are the egoistic needs, and they
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are of two kinds: 1) those needs that relate
to one's reputation, needs for status, for recog
nition, for appreciation for the deserved respect
of one's fellows; 2) those needs that relate to
one's self-esteem: needs for self-respect and
self-confidence, for autonomy, for achievement,
for competence for knowledge.
5. Self-Fulfillment Needs - These are the needs for
realizing one's own potentialities, for continued
self-development, for being creative in the
broadest sense of that term.15
Many research studies have utilized Maslow's hierarchy
of needs as a basic premise when investigating human needs
and administrative or social behavior within the formal orga
nization. Administrators would more than likely be concerned
with fulfilling the two highest needs in the hierarchy: self-
esteem and self-actualization.
In our society, most people tend to be partially satisfied
in each need area and partially unsatisfied. However, in
dividuals tend to have higher satisfaction at the lower
need levels than at the higher need levels. Maslow helps
to explain this by picturing the average citizen as 85 per
cent satisfied in his physiological needs, 70 per cent sa
tisfied in his safety needs, 50 per cent in his belonging
15Douglas McGregor, The Human Side of Enterprise (New
York: McGraw-Hill Book Company, Inc., 1966), pp. 36-39.
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needs, 40 per cent in his egoistic needs, and 10 per
cent in his self-fulfillment needs.16
Each member of the formal organization acts from these basic
needs, which Maslow originally outlined. Thus, it would serve
the administrator well to know his staff, their personalities
and work habits, and what conditions serve their needs in
order that they feel comfortable, and there is a high quality
output of work and effort toward the goals of the organization.
Need satisfaction also diminishes the conflict area represented
in Fig. 2. of the Guba and Getzels' model by eliminating the
choice of whether the organization member will fulfill the
requirements of the institution, whereby he makes an inade
quate personal adjustment or chooses to fulfill his own needs,
resulting in decreased effectiveness, criticism and often
punishments. Campbell's study (1958) on self-role conflicts
showed unsurprisingly that in examining
. . . the effect on the teacher's satisfaction as a
teacher of varying degrees of discrepancy between what
the teacher was disposed to do in the classroom and what
she was expected to do by her principal. The greater the
conflict between the two, the greater the consequent dis
satisfaction . H
16Paul R. Lawrence, et al., Organizational Behavior and
Administration: Cases. Concepts, and Research Findings
(Illinois: Richard D. Irwin, Inc. and The Dorsey Press,
1965), p. 448.
17Merton V. Campbell, "Self-Role Conflict Among Teachers
and Its Relationship to Satisfaction, Effectiveness, and Con
fidence in Leadership" (Ph.D. Dissertation, University of
Chicago, 1958).
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Maslow's need hierarchy has been modified in some
studies. Barnes in an investigation of the engineering
groups gave priority to the safety needs of man above self-
esteem and self-actualization.18 He related these needs to
three dimensions he defined as an organizational system—
autonomy, influence, and opportunity for interaction. This
left the other need levels, physiological, belonging, and
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Fig. 4. Barnes Diagram of Needs as Interdependent Variables
19
.B. Barnes, "Organizational Systems & Engineering
Groups: A Comparative Study of Two Technical Groups in
Industry " (Boston: Division of Research, Harvard Busi
ness School, 1960), pp. 167-69.
19Ibid.
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so when one of those needs were threatened so was man's need
for safety.
Self-esteem needs were met to the extent he had autonomy
and freedom on the job. Belonging needs were satisfied
or frustrated according to the opportunity for inter
action provided beyond those required by the job. The
difference is that needs are now seen as interdependent
variables not as hierarchically dependent upon lower
level satisfactions. u
Whether one accepts Maslow's need hierarchy or Barnes1
interdependent view of needs as graphically depicted in Fig. 4,
it is of dire importance that administrators be aware of the
significant role this phase of human composition plays in
human behavior within the context of the formal organization.
Review of Perception and Value Literature
Another portion of relevant literature focuses upon
the concept of perception and value orientation—how needs
and values influence the perception of roles and of other
members in the organization. Again Guba and Getzels1 model
of role perceptions can be utilized. It may be hypothesized
that the nature and extent of differences in values among
complimentary role incumbents will have systematic effects
on how they view each other and, therefore, on relevant admini-
20Paul R. Lawrence, et al., Organizational Behavior and
Administration: Cases. Concepts, and Research Findings (Richard
D. Irwin, Inc. and The Dorsey Press, 1965), p. 450.
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strative relations. ^
Prince constructed an instrument, the Differential Values
Inventory (DVI), a forced-choice questionnaire containing 64
pairs of items. One of the pair was a traditional value and
another an emergent value, to investigate whether there are
systematic variations in values among teachers, principals,
or students related to such variables as age, school perfor
mance, or type of school. In the study where he administered
the DVI to 100 teachers of 20 different schools in four age
levels: under 30, 30-39, 40-49, 50 and over, he
. . . found there was a significant difference be
tween teachers under 30 and teachers of 50 and over,
the latter being more traditional. Similarly, when he
divided the twenty principals into the ten youngest and
ten oldest, the cutting point being age 47, the differ
ence in values was also significant, the older princi
pals being more traditional.
A similar study corroborating Prince's finding was
McPhee who found a similar relation between age and value for
a sample of 498 respondents under 50 years of age and 133 re-
23
spondents over 50 years of age. Abbott did the same for 200
21Jacob W.Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 287.
22Richard Prince, "A Study of the Relationships Between
Individual Values & Administrative Effectiveness in the School
Situation " (Ph.D. Dissertation, University of Chicago, 1957).
23Roderick F. McPhee, "The Relationship Between Individual
Values, Educational Viewpoints, and Local School Approval "
(Ph.D. Dissertation, University of Chicago, 1959).
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school board members and found them more traditional in values
than parents, citizens, and superintendents. . . .24
Prince later administered the DVI to 550 high school
seniors and 100 of their teachers. He asked the students
to rate their teachers on a 1-5 effectiveness scale, which
he compared the relative value differences found in his earlier
study mentioned previously. Comparison of the pupil-teacher
values in the two groups suggested a greater difference in
pupil-teacher values in the low teacher effectiveness group
than in the high teacher effectiveness group. 5
This has numerous implications in the administration
process. Should one organizational member have similar values
as the administrator, chances are the reaction to that admini
strator will be a favorable one and vice versa.
Perceptual differences can be regarded in much the same
way.
The role incumbent may believe that he and his reference
groups have significantly different views when they are
actually the same, or conversely that they are the same
when in fact they are different. In either case, conflict
24Max G. Abbott, "Values & Value Perceptions of School
Superintendents and Board Members," (Ph.D. Dissertation,
University of Chicago, 1960).
25Richard Prince, "A Study of the Relationships Between
Individual Values & Administrative Effectiveness in the School
Situation," (Ph.D. Dissertation, University of Chicago, 1957).
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is a result not of any real difference in expectations,
but of perceived differences in expectations.
Ferneau investigated the affect of perceived expectations
upon a working relationship among State Departments of Educa
tion Administration and school administrators. Ferneau devised
an instrument which permitted the consultant and administrator
to describe the expectations of each others positions. The
instrument, administered to 132 school administrators in
Kansas, Michigan, Nebraska, and Wisconsin and 43 consultants,
confirmed the basic hypothesis. When an administrator and
a consultant agreed on the expectations, they tended to rate
the actual consultation favorably; when they disagreed, they
rated the consultation unfavorably.27
Although perception may cause disagreement among persons
or groups of people, faulty perception may also be related to
the two dimensions of social behavior (normative and idiographic)
stated in the beginning of this chapter. An organizational
members personality and role incongruency may develop from what
he or she perceives is the expectations of the institution, and
the individual's own disposition in the role.
26Jacob W. Getzels, James M. Lipham, Roald F. Campbell,
Educational Administration as a Social Process (New York:
Harper & Row Publishers, 1968), p. 297.
27E. Ferneau, "Role-Expectations in Consultants," (Ph.D.
Dissertation, University of Chicago, 1954).
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Maier, Hoffman, Hoover, & Read when asking managers and
subordinates to describe aspects of the subordinates job, the























Fig. 5. Comparative agreement between superior-subordinate
pairs on basic areas of the subordinate's job.28
Even though written job descriptions were available, only
about 46% of the pairs agreed on more than half of the topics
concerning the job duties of the subordinates. A considerably
greater discrepancy in perception can be noted with regard to
the obstacles which these persons see as preventing the sub
ordinates from performing well on the job. Needless to say,
potential (if not real) conflict exists when a supervisor and
his subordinate characteristically see different kinds of ob
stacles interferring with the subordinate's performance of duties.
29
28N.R.F. Maier, et al., "Superior-Subordinate Communication
in Management," (New York: American Management Association, 1961)
29Francis M. Trusty, ed., Administering Human Resources
(California: McCutchan Publishing Corporation, 1971), p. 226.
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Review of Simulation Literature
Hence, as illustrated by a review of the literature on
the concepts of motivation, needs, perception, and values the
question arises how can the educational training components
adequately prepare future administrators in developing the
group process skills and techniques needed? One device to be
cited is simulation. The persons most responsible for the
early development and refinement of the concept of simulation
in educational administration and its application to the
training of administrators were Griffiths, Wynn, Davies, and
McNally of Columbia. From their efforts developed the well-
known research project, "The Development of Criteria for
Success in School Administration." Through the cooperation
of the University Council for Educational Administration (UCEA),
wide adoption and usage of the device became prevalent. Pro
fessors of colleges and universities around the country deve
loped new materials to suit their purposes.
Simulation in research has been utilized to only a minute
degree. However, its usage as a research tool in education ad
ministration is a valuable one. "Usage of simulation builds on
cognitive growth and acknowledges the significance of the person.30
30Dale L. Bolton, ed., The Use of Simulation in Educational
Administration (Ohio: A. Bell & Howell Company, 1971), p. 19.
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It thereby has possibilities of effecting change in the
trainee's attitudes and value structures. ■*■ Due to the
nature of the problems faced by current administrators and
the social system within which they operate, this tool lends
itself nicely to developing those mandatory skills of group
dynamics. It was the choice of the investigator on the basis
of the objectives and hypotheses to incorporate the simulation
device into the instrument to be administered to the subjects.
Summary
It can be deduced from the discussion above that by the
development of administrative science and ultimate progression
into the realm of the behavioral and social science framework,
an entirely new phase of literature and educational research
is made applicable and open to additional knowledge derived
through scientific study.
It can further be stated, that a changing societal en
vironment and its accompanying influential forces has demanded
that administrative theory and research take the direction of
viewing administration as a social process, as put so aptly
by Guba and Getzels. Administration as a social process in
volving concepts of interpersonal relations, group mechanisms,
31Dale L. Bolton, ed., The Use of Simulation in Educational
Administration (Ohio: A. Bell & Howell Company, 1971), p. 19.
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perception, motivation and human needs are the basic founda
tions upon which this research rests, and is the perspective
from which the researcher had undertaken this investigation.
CHAPTER III
METHODOLOGY
The primary purpose of this study was to examine
how training in the affective domain effects the responses
of a group of non-experienced administrators as compared
to a group of experienced administrators. Presentation of
the research methods to accomplish this goal is covered in
this chapter under five headings: 1) Population, 2) Instru
ment, 3) Collection of Data, 4) Data Analysis and 5) Summary.
Population
As mentioned previously, the subjects were pre-selec-
ted through their own class arrangement, while proceeding
through their masters and doctoral programs at a privately
operated university. Group I consisted of a class of doc
toral students, experienced administrators, who were currently
holding an administrative position or had previously been in
the field in some administrative capacity, (i.e. principal,
assistant principal, etc.) Many were active in more than one
professional organization. The majority of Group I had already
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obtained their masters degree, and were presently seeking
their Ph.d in the Doctoral Program of Educational Admini
stration and Supervision. The majority were married and
had families.
Group II were students enrolled in an introductory
course, the Principles of Administration, while seeking
their masters degree. It must be noted that a substantial
number of persons possessed their masters degree, and were
in the process of entering the sixth year or Doctoral Pro
gram in Educational Administration and Supervision also.
The age of this group was slightly younger than that of Group
I. Over half of the group were teachers, with a few serving
a dual role of teacher and athletic director, thereby, pro
viding some with administrative experience. Thus, the majority
were not actively involved in any professional organizations.
Similar to Group I, most were married and had families.
Perhaps the most significant characteristic of this
group was the distinguishing factor—affective training ses
sions. During each class period of the introductory course
sensitivity to self, human needs, values and perceptions were
nurtured. Through the use of role-playing, simulations, and
creative "games" by the facilitator, awareness of these be
havioral concepts and heightened insight into the individual
in relation to groups within the context of a formal organiza
tion was developed. As stated in the summaries, occasion-
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ally, cognitive skills were appropriately inserted and illu
strated there functions in the framework of effective admini
strative leadership. However, the emphasis of the class was
placed in the affective area. Summaries of class activities
are presented in Appendix B.
Instrument
The subjects described above were presented with an
Administrative Compilation Data Sheet and Simulated Admini
strative Case Study. Part I of the instrument required the
respondents to indicate personal data such as age, marital
status, position, number of dependents, annual salary, etc.
Part I consisted of 1-25 questions, of which the last five
inquired about each respondent's personal feelings about the
importance of knowing self, being aware of others perceptions
of self, group behavior and the like.
Part II of the instrument was an original simulated
administrative situation, which required the subjects to
place themselves in the role of administrator, and identify
1-5 problems founded in the case study. Secondly, the sub
jects were asked to provide 1-5 solutions to the problems
identified. Lastly, categorizing the solutions in the Cogni
tive Domain, Affective Domain, or a Combination of Both was
requested.
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Afi Administrative Behavior and Personal Value scale,
listing 1-25 pairs of traditional and emergent values com
posed Part III of the Administrative Compilation Data Sheet
and Simulated Administrative Compilation Data Sheet and Sim
ulated Administrative Case Study. Each value pair had two
parts, a. and b_, to be rated on a six-point scale. The sub
jects were asked to respond by indicating their personal
judgement as 1) an active administrator in a formal organi
zation and 2) as an individual within the context of a formal
organization.
Group II, the non-experienced group, had a special
section incorporated in their questionnaire dealing with the
training in the affective domain they were receiving. Each
class member in Group II was required to circle one percen
tage range in four main categories: 0-25 per cent, 26-49 per
cent, 50-74 per cent, 75-100 per cent. The categories were
defined as meaning no change, some change, much change, and
complete change respectfully, in terms of whether the experi
ences provided in their introductory class in administration
assisted them in broadening and clarifying the way they viewed
people within the context of the formal organization.
The Administrative Compilation Data Sheet and Simulated
Administrative Case Study can be found in Appendix A.
Collection of Data
Group I, the experienced group and Group II, the non-
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experienced group, were administered the Administrative Com
pilation Data Sheet and Simulated Case Study separately.
Group I was presented with the instrument on March 8, 1975
in the Old Oglethorpe Building, the time of their regularly
scheduled class. The facilitator informed the class that
they were about to participate in a pioneer effort to utilize
simulation in administrative research in education. They
were told to take on the role of professor of administration
and to observe some strange happenings in the fictitious edu
cational institution of Madison High School, Metropolis, USA.
Group II, the non-experienced group, was administered
the instrument on March 11, 1975 in the Old Oglethorpe Build
ing, also at the time of their regularly scheduled class.
This group was asked to place themselves in the role of admin
istrator, and to follow the self-explanatory instructions found
throughout the questionnaire. They were informed that the time
period for answering the questionnaire was limited. During the
subjects answering of the questionnaire, the facilitator con
stantly created artificial distractions within the classroom.
Windows were slammed open and then shut, irrelevant questions
were asked of the respondents, whistling, and frequent announce
ments of the remaining minutes for indicating responses were
a few of the distractions incorporated in an attempt to construct




The substantial amount of data collected from the in
strument administered to Group I and Group II was summarized
on a worksheet, coded, and keypunched for computer input.
Computer programs from the Peabody College Computer Center,
Atlanta University Computer Center were utilized to perform
a statistical analysis of the data. Standard deviations,
means, t-tests, f-tests, and correlations, were provided as
output from the computer programs to tests the null hypotheses,
and to make inferences concerning the pre-selected sample.
The analysis of data is categorized into three sections:
1) Descriptive Data, 2) Testing of the Null Hypotheses and
3) Additional Data.
Descriptive Data
Generated from Part I of the Administrative Compilation
Data Sheet and Simulated Administrative Case Study, this section
allowed the comparing and contrasting of variables such as age,
marital status, position, and number of professional organiza
tions in which each were involved. Comparisons were made on
the basis of means and standard deviations computed by D01,
Distribution Statistics, Peabody College Computer Center, ver
sion of September 1, 1969, Atlanta University Computer Center.
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Testing of the Null Hypotheses
The four null hypotheses, Ho-^, H02, Ho3» and H04, evolved
from the problem solution identifications, and the traditional-
emergent value scales presented in Part II and III of the in
strument. The computer program VO6 T-Tests for Independent
Means and F-Tests for Homogeneity of Independent Variances,
Peabody College Computer Center, version of July 1, 1969,
Atlanta University Computer Center provided the necessary sta
tistical data. The null hypotheses tested at the 0.05 level
of statistical significance, was accepted or rejected on the
basis of the t-test emanating from the program described above.
Data can be found illustrated, depicting the statistical dis
tribution for the experienced and non-experienced groups in
the form of tables, showing means, standard deviations, and
t-test figures.
In analyzing the personal and administrative value scale,
the computer program C01 Covariance and Correlation Program,
Peabody College Computer Center, version of July 1, 1969,
Atlanta University Computer Center, was employed as well as
the V06 T-Tests for Independent Means. This program correlated
the a. responses to the b responses for each individual, which
then permitted the correlation figures to be keypunched and
inserted as input for the t-test.
51
Additional Data
Constructed from Part II of the instrument, the simu
lated case study, was the Administrative Problem and Solution
Identification Grid, which graphically illustrates the six
areas which Group I and Group II perceived their problems
and solutions were drawn. The six administrative areas
include: Effective Communications; Conflict Resolution;
Intergroup Skills; Sufficient Decision-making Input; Motiva
tional Skills, and Management Skills. The percentages of each
group's problem and solution responses in each area were com
puted and compared between the groups.
Also a Classification of Administrative Decisions by
Domain was prepared to again compare and contrast responses
from both groups, examining whether they felt their solutions
emanated from the Cognitive Domain, Affective Domain, or a
Combination of Both. For further clarification of this issue,
several charts of responses were prepared.
The special section of the instrument administered only
to the non-experienced group is represented in this chapter
by percentage table, indicating the training in the Affective
Domain had upon them in viewing individuals and group relation
ships within the formal organization.
A summary of all conclusions and findings is discussed in




The research design exploring the values and perceptions
of experienced and non-experienced administrators was neatly
complimented by the simulated administrative case study and
administrative behavior and personal value scale found in the
Administrative Compilation Data Sheet and Simulated Admini
strative Case Study.
The pre-selected sample was small in size (n=24), but
the instrument generated much data on each subject to corrob
orate the findings.
Via the careful interpretation of statistical research
data, tables, charts, and grid were prepared for clarification
of results. Valuable additional data of the sample population
was prepared for additional analysis and conclusions. Whether
or not this sample study can be generalized to the larger popu
lation was questionable, due to its small sample size and pre
selection process. However, conclusions indicating general
direction and emphasis of administrative training programs were
drawn. This study was designed to locate those techniques and
skills needed by the aspiring administrator in the crisis laden,




There were four null hypotheses tested in this study.
A mean and standard deviation scores were derived for each
variable. Each hypothesis tested at the .05 level of signi
ficance by computerized and manual statistical procedure.
The hypotheses are as follows:
Ho^ There is no significant difference between ex
perienced and non-experienced administrators in
relation to the ways that they view administrative
problems and the way they reacted to an administra
tive simulated situation.
Ho2 There is no significant difference between ex
perienced and non-experienced administrators in
relation to the specific kinds of administrative
decisions they made in viewing an administrative
simulated situation.
Ho3 There is no significant difference between ex
perienced and non-experienced administrators in
decisions made when viewing a simulated administra-
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tive situation specifically in relation to the
cognitive and affective domains.
Ho^ There is no significant difference between ex
perienced and non-experienced administrators in
reacting to an administrative values scale, first
as an active administrator within a formal organi
zation and then as individuals within the context
of a formal organization.
The analysis of data compiled to assess the acceptance,
rejection, and implications of the above hypotheses was parti
tioned into three parts: 1) Descriptive Data of Group I, the
experienced administrators, and Group II, the non-experienced
administrators; 2) Testing of the Null Hypotheses stated above;
and 3) Additional Data generated from the Administrative Com
pilation Data Sheet and Simulated Administrative Case Study
questionnaire.
Descriptive Data
Data describing the personal characteristics of each
group was collected from the first 1-25 questions on Part I
of the Administrative Compilation Data Sheet and Simulated Ad
ministrative Case Study questionnaire. The first variable to






































The mean age for Group I as shown is 2.50, which com
putes to suggest that the majority of subjects in this group
fell somewhere between 30-39 years of age, the second category;
while the mean for Group II was 1.91, suggesting that this group
was slightly younger, falling nearer the end of the first category.





































As clearly illustrated, both groups contained a substantial
number of married subjects, with only a minute few deviating
from the means. The means for each group, 2.33 for Group I
and 2.41 for Group II, subsequently rest in the second cate
gory—married.
Although both groups showed the majority of their mem



































The mean for Group I, the experienced administrators was 3.50,
indicating an average of three-four dependents for married
group members. An average of two dependents was indicated for
married subjects within Group II, the non-experienced admini
strators, as proved by their mean of 2.41.
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The type of administrative positions held by Group I
and the type of positions held by Group II illustrates per







































The two groups were at almost entirely opposite ends of the
spectrum concerning the variable: Group I mean = 3.41 and
Group II mean = 1.41. Thus, it would be safe to generalize
that Group I had more administrative experience as principals
or assistant principals as opposed to Group II, which had
little or no experience in an administrative capacity. However,
as expressed in the limitations, some subjects in the non-
experienced group were serving dual roles of athletic director
as well as teacher.
It should be noted here that of the practicing admini-
58
strators in the experienced group, eight of the twelve
subjects responded that their subordinates were the pro
fessional group with which they interacted most frequently.
The implications of this fact will be discussed later in
the development of conclusions.
To further compare and contrast the characteristics
of each sample population, it was necessary to query the
number of professional organizations the members were ac
tively involved in.
TABLE 5





















Each member was asked to indicate the number of profes
sional organizations in which they were members, active
members, or officers. It is seen that in each case, the
experienced group's mean was larger. Group I's members
were in at least three professional organizations, while
Group II's members were active members of only one pro
fessional group. On the other hand, the experienced
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subjects were active members in at least one professional group
and an officer of none, while Group II responded negatively as
an active member or officer of any professional group.
The professional degrees held by both groups showed a



























Group I mean of 2.00 showed a clear cut average of a M.A. degree
as the last academic degree completed, implying that the majority
were seeking doctoral or specialist degrees. Group II mean of
2.58 suggested that the majority had only a B.A. degree, although
a substantial number of subjects in Group II had previously ob
tained this degree. This fact can also be found stated as a
limitation under the said section.
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Congruency of responses were found when comparing
results to the inquiry of what prior profession training
emphasized.
TABLE 7





























The mean for the experienced group was 1.91, and the mean for
the non-experienced group was 2.16 which concludes that each
group statistically responded that their professional training
emphasized the Affective Domain, with Group I the experienced
group favoring the Cognitive Domain, more so than Group II,
the non-experienced group. However, the recorded scores were
spread widely over the three categories which may account for
this statistical conclusion.
The last five questions of Part I of the Administrative
Compilation Date Sheet and Simulated Case Study dealt specifi-
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cally with the individual's feelings and his relationship to
groups rather than demographic data.
Inquiry into the rank of the factors that appear to be
more of an obstacle to the subjects' effectiveness in their
prospective positions illustrated:
TABLE 8



















Group I's recorded means indicated that dealing with conflict
situations ranked first as the most hindering obstacle to
effectiveness in their positions, while dealing with others
and the ability to deal with self ranked second and third
respectively. Group II's means on the other hand, suggested
that all three factors listed were major obstacles to their
effectiveness as administrators, with the second category,
dealing with others had a slight edge over categories one and
three.
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Another comparable variable the participants were asked
to respond to involved the importance of self-knwoledge and
how one is perceived by others.
TABLE 9































In this instance, indication by the mean of Group I, 3.83,
and Group II, 3.58, both sample populations felt strongly that
there was much relevancy in knowing oneself and how one is
perceived. Among the groups, a similar reaction to the ques
tion: Do you feel that it is important to understand basic
mechanisms of group behavior and also be able to relate to
group members to be an effective administrator? was received.
The mean of the two groups correlated perfectly; Group I and
II having computed means of 3.75 suggested a majority response
to the third category—very much.
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Group I, the experienced administrators, saw themselves as
completely open and approachable. Group II, the non-experi
enced administrators saw themselves on the average in the
same light.
The last question dealing with the individual also






























Again both groups variation from each other was minute. The
majority of both groups viewed themselves as being always
truthful to self.
This concluded the first section of the data compiled
from the instrument employed in this study. Although not all
of the variables queried were prepared in table form, the most
significant were presented. Conclusions upon similarities and
differences between Group I and II will be discussed in a later
chapter.
The second portion of the analysis of data was Testing /
of the Null Hypotheses.
Testing of the Null Hypotheses
The first null hypothesis to be examined was:
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Ho-j^ There is no significant difference between ex
perienced and non-experienced administrators in
relation to the ways that they view administrative
problems and the way they reacted to an admini
strative simulated situation.
In identifying the problems in the simulated case
study, the experienced group and the non-experienced group
responses were summarized:
TABLE 12

















The results from the computer program stated the t-figure as
.501. On the .05 level of statistical significance scale,
the null hypothesis was accepted. Therefore, the statement
there is no significant difference between experienced and
non-experienced administrators in relation to the ways that
they view administrative problems and the way they reacted
to an administrative simulated situation was accepted.
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The second null hypothesis stated:
H02 There is no significant difference between ex
perienced and non-experienced administrators in
relation to the specific kinds of administrative
decisions they make in viewing an administrative
simulated situation.
Summarizing the responses in both groups in forming solutions
to the problems identified, the results were:
TABLE 13

















The t-figure, 1.668, on the .05 statistical level of sig
nificance proved the null hypothesis to be correct: there
is no significant difference between experienced and non-
experienced administrators in relation to the specific kinds
of administrative decisions they make in viewing an admini
strative simulated situation.
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A third null hypothesis of this study was:
Ho- There is no significant difference between ex
perienced and non-experienced administrators in
decisions made when viewing a simulated admini
strative situation specifically in relation to
the cognitive and affective domains.
In classifying those decisions discussed above, Group I, the
experienced administrators, and Group II, the non-experienced
administrators, chose either the Cognitive Domain, Affective
Domain, or a Combination of Both.
TABLE 14

















The computed t-figure is .848. Again on the .05 statistical
level of significance scale, the null hypothesis was accepted.
There was no significant difference between experienced and
non-experienced administrators in decisions made when viewing
a simulated administrative situation specifically in relation
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to the cognitive and affective domains.
The final hypothesis stated:
Ho4 There is no significant difference between ex
perienced and non-experienced administrators in
reacting to administrative values scale, first
as an active administrator within a formal orga
nization and then as individuals within the con
text of a formal organization.
To quantify the responses recorded for Section III of
the questionnaire, Administrative Behavior and Personal Values,
the C01 Covariance and Correlation Program was utilized from
the Peabody College Computer Center, version of July 1, 1969.
The means and standard deviations for each group as a) active
administrators and b) individuals within the context of a
formal organization were computed. Also a set of correlation
coefficient figures were then run through the V06 T-Tests for
Independent Means and F-Tests for Homogenity of Independent
Variances of the Peabody College Computer Center, version of
July 1, 1969 to observe the statistical significance at the
.05 level. The printout indicated a -0.159 t-figure. (See
Appendix C) Thus, the null hypothesis was accepted. There
was no significant difference between experienced and non-
experienced administrators in reacting to administrative
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values scale, first as an active administrator within a formal
organization and then as individuals within the context of a
formal organization.
Tables 1 thru 14 presenting the means and standard de
viations were generated from statistical data provided from
the V06 T-Tests for Independent Means described above. The
individual responses were tabulated manually. It was on the
basis of this statistical analysis that the four null hypoth
eses were accepted or rejected. Ramifications of these de
cisions will be discussed later.
Other relevant data gathered from the instrument forms
Part III of the chapter on data analysis.
Additional Data
Part II of the instrument, the Simulated Administrative
Case Study (problems, solutions, and classification of solu
tions) , Part III, Administrative Behavior and Personal Values
and the special section for the non-experienced group, the
Affective Domain Change generated some additional data which
further clarified and assisted in interpretation of the simi
larities and differences between experienced and non-experienced
administrators and all that it implies.
The identified problems and solutions written by the
sample population were categorized under six headings and may
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be defined as:
Effective Communication - ability to intelligent
ly exchange ideas, opinions, attitudes, interests,
etc.
Conflict-Tension Management - ability to deal ef
fectively with confrontation face-to-face
Intergroup Relations - ability to establish rap
port between groups and maintain good feelings
among individuals
Sufficient Decision-making Input - ability to
gather all necessary facts from both factions
prior to committing oneself to a course of action
Motivational Skills - ability to affect organiza
tional members toward obtaining the long and
short-range goals
Management Skills - ability to organize staff, plan
procedures and activities, coordinate programs,
etc.
From this data, the Administrative Problem Identification
and Solution Grid found in Appendix D was prepared. Sym
bols were utilized to designate how the subjects perceived
the problems and solutions in terms of being large or small.
The large P symbolized a main problem. The small p symbo
lized a related problem. Likewise, a large S indicated a
major solution, and a small s indicated a related solution.
For further clarification, Table 15 displays a summary
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of percentages computed from the Administrative Problem
Identification and Solution Grid.
Effective Communication, in terms of problems and
solutions were viewed as such:
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The non-experienced group perceived Effective Communication
as more of a major problem and a major solution than the ex
perienced group, where as the experienced administrators
viewed Effective Communication as more of a related problem
and solution technique. Interestingly enough, only 25.4 of
the total sample population viewed communication as a major
problem, but 65.7 indicated it as a major solution.
The Conflict-Tension Management category illustrated:
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Percentages suggest there was a substantial degree of
homogenity in viewing Conflict-Tension Management as a
major problem and as a related problem, but the non-ex
perienced group perceived this category as more of a
related solution (70 per cent), while the experienced
group of administrators were split in half; 50 per cent
main solution, 50 per cent related solution. The sample
totals conclude 74.6 believe Conflict-Tension Management
was a main problem in the case study, but only 40 per cent
saw it as a major solution.
Intergroup Relations was the third category. Group I
and II responded accordingly in this area:
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Group I perceived Intergroup Relations as more of a major
problem than Group II. The experienced group also viewed
Intergroup Relations as more of a large solution while the
non-experienced group was split 50-50 in the area. Overall,
the majority of the subjects (72.4 per cent) of the 24 sub
jects viewed this category as a major problem, and 58.4 of
the total sample population also felt skills involving group
mechanisms were significant to finding solutions.
A low degree of variability in responses under Suffi
cient Decision-making Input among the two groups is seen in
the percentage table following.
74
TABLE 18

























The experienced group's percentages of 100 and 90.9 indicate they
viewed this category as a large problem and solution than the non-
experienced group with percentages of 90 and 83.3 respectively.
However, it was unanimous among die groups that Sufficient Decision-
making Input was a main problem (95 per cent) and a major solution
(87.1 per cent).
If one peruses the Administrative Problem and Identification
and Solution Grid provided in Appendix D, it can be observed that the
subjects in both Group I and Group II recorded few responses in the
next category, Motivational Skills. Therefore, the percentages under




























Of the few responses recorded, no one in the group of experienced
administrators and non-experienced administrators saw Motivational
Skills as a main problem or a related problem. However, there were
several responses indicating that some subjects perceived Motiva
tional Skills as a possible solution technique. Again it must be
emphasized that this category contains the least number of symbols
(PpSs) on the Administarative Problem Identification and Solution Grid,
and must be viewed in that respect. Percentage figures in the table
above could be misleading.
The final category, Management Skills, was computed and re
corded as illustrated in Table 20.
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Figures concluded that the experienced group felt this cate
gory was a slightly larger major problem and solution area
than the non-experienced group. Subsequently, Group II saw
the Management Skills as a main problem and solution area.
Also here again, 77.7 of the total sample felt this classi
fication was a major problem, while a large 92.3 of the
total sample viewed it as a major solution.
A discussion of these findings on how Group I and Group
II identified the problems and solution in the simulated case
study can be found in the next chapter.
Another portion of the additional data gathered focuses
upon the relationship between the decisions made and the do
main under which each subject felt their decision could be
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classified. A graphic summary of how Group I, the experienced
administrators, and Group II, the non-experienced administra
tors, classified their decisions is illustrated by the Classi
fication of Administrative Decisions by Domain tables below.
TABLE 21
CLASSIFICATION OF ADMINISTRATIVE DECISIONS BY DOMAIN





























































These tables confirmed the conclusions mentioned earlier,
that each group perceived Effective Communication as the
most severe problem in the simulated case study. Intergroup
Relations was rated the second most severe problem to a
smooth administrative operation.
More significant, though, are the totals for each do
main of the six categories. Group I's largest total fell in
the Combination of Both area (24), while a substantial figure
of (18) scores fell in the Affective Domain category. Group
II felt their decisions were almost of a strictly affective
nature, with a large total of 30 responses in the Affective
Domain, no responses for the Combination, and only 8 in the
Cognitive Domain area. Table 22 combining the responses
recorded in Table 21 above, allowed further interpretation
of the data on the Classification of Administrative Decisions
by Domain. Communication dominated all other categories in
identification of problems and solutions. Intergroup Relations
placed second, Sufficient Decision-making Input third, and
fourth is Management Skills, while Conflict-Tension Management
placed last. The significance of Table 22, however, was found
in the totals of each domain. It was clearly illustrated that
the Affective Domain was the area from which the solutions
were to be drawn. A Combination of Both areas was rated, as
79
TABLE 22
CLASSIFICATION OF ADMINISTRATIVE DECISIONS BY DOMAIN

































































































perceived by the groups, as a second area from which solutions
were obtained. The Cognitive Domain, which present administra
tive training programs focus upon was found to be the least
likely to provide assistance in finding solutions.
Table 23 involved the special section of the question
naire only administered to the non-experienced group exposed
to the affective training sessions summarized in Appendix B.
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TABLE 23
PERCENTAGES OF GROUP I'S ASSESSMENT
OP THE AFFECTIVE TRAINING
0-25% 26-49% 50-74% 75-100%
(no change) (some change) (much change) (complete change)
0.0 27.2 45.6 27.2
The table above describes and summarizes how the twelve subjects
in Group I assessed the changes brought about in the affective
areas of their personalities as a result of the experiences
prior to the administering of the instrument. The largest
percentage figure, 45% (almost half of the class) perceived
their affective training as assisting them in broadening and
clarifying the way they view people within the context of the
formal organization. The remaining individuals were evenly
divided in some change and complete change categories, with
27.2% of the class responding under each of those headings.
CHAPTER V
FINDINGS & CONCLUSIONS
The findings and conclusions emanated from careful
interpretation of computer printouts, tables, charts, grid,
and in view of the basic objectives of the study.
Objectives
The objectives of this research study, as expressed
in Chapter I, were as follows:
1. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of demographic data
2. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of identifying the internal
problems and solutions of an administrative simu
lated case study.
3. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of how they perceived the
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classifications of their solutions
4. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in terms of how they react to ad
ministrative and personal values as: 1) an active
administrator and 2) an individual within the con
text of a formal organization
5. To determine the similarities and differences be
tween a group of experienced and non-experienced
administrators in relation to the specific type
of training dealing specifically with the affec
tive and cognitive domains
Statement of the Problem
In essence, the problem to be examined was the com
parison and contrasting of Group I, the experienced admini
strators, and Group II, the non-experienced administrators,
on their personal characteristics, identification of problems
and solutions, classification of those solutions, reaction to
a traditional and emergent value system, and the relationship
of specific training in the affective and cognitive domains
to all of the aforementioned factors. It was hoped that the
data generated would enable the investigator to make some in
ferences and draw some general conclusions as to the relations
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between training in the affective and cognitive domains and
the findings resultant of the compiled data.
Null Hypotheses
To examine these variables in a scientific framework,
a set of null hypotheses were formulated and are stated below:
Hoi There is no significant difference between ex
perienced and non-experienced administrators in
relation to the ways in which they view admini
strative problems and the way they react to an
administrative simulated situation
Ho2 There is no significant difference between ex
perienced and non-experienced administrators in
relation to the specific kinds of administrative
decisions they made in viewing an administrative
simulated situation
Ho3 There is no significant difference between ex
perienced and non-experienced administrators in
decisions made when viewing a simulated admini
strative situation specifically in relation to
the cognitive and affective domains
H04 There is no significant difference between ex
perienced and non-experienced administrators in
reacting to an administrative values scale, first
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as an active administrator within a formal orga
nization, and then as individuals within the con
text of a formal organization
Each null hypothesis was statistically tested at the
.05 level of significance for acceptance or rejection.
Summary of Findings and Conclusions
The summary of findings was reiterated under the
three headings found in Chapter IV, Analysis of Data. They
are: 1) Descriptive Data, 2) Testing of Null Hypotheses,
and 3) Additional Data.
Descriptive Data
This portion of the data analysis addressed the first
objective. It was found as shown in Table 1, that the ex
perienced group of administrators were slightly older than
the non-experienced group. Both sample populations were
found to fall within the married category, thus, being si
milar when compared in terms of marital status. However,
the experienced group appeared to possess an average of
three-four dependents, and the non-experienced an average
of two dependents within the family. A large discrepancy
was indicated in the types of positions held by members of
each sample population. Group I, the experienced administra-
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tors, consisted of more active administrators or persons with
prior administrative experience. The non-experienced sample
contained more persons in the position of teachers, although
some were serving a dual role of teacher and athletic direc
tor, which provided some administrative experience.
Variability was indicated again by Table 5, Mean Num
ber of Professional Organizations Actively Involved In. The
majority of Group I were members in at least three profes
sional organizations, active members of one professional
organization, and an officer of none. The non-experienced
administrators of Group II showed membership of one profes
sional organization, and no involvement as an active member
or officer of a professional organization. Group I and II
seem to be on more or less the same academic level of achieve
ment, with the experienced administrators having a slight edge
on the number of subjects who have obtained a higher degree
than the B.A. Scores were spread widely when the variable of
emphasis of prior training was questioned as illustrated in
Table 7. The means of each sample population suggested a
close identification with the affective domain in professional
training. The experienced group, however, fell nearer the end
of the cognitive category, whereas the non-experienced group's
mean fell in the very beginning of the affective domain. Thus,
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another very slight difference was detected.
The remaining five variables exploring the individual
and personal feelings suggested that the experienced admini
strators felt dealing with conflict situations was the para
mount factor hindering their effectiveness as an administra
tor, dealing with others ranked second, and the ability to
deal with self claimed third. On the other hand, the means
of the non-experienced administrators were all within a close
range of each other, as illustrated in Table 8. Ability to
deal with others could be ranked as number one choice of the
obstacles to effectiveness, with the other choices following
if ranking is necessary. Almost no variability among the
twenty-four subjects was shown when queried about the impor
tance of knowing self, how one is perceived, or the signifi
cance of understanding basic group mechanisms in the admini
strative process. It was unanimous among the groups that
knowledge and awareness of these concepts was very important.
Similarities in self-perception and self-honesty were also
found among the two groups according to Table 10 and Table 11.
The majority of the members in each group perceived themselves
as fairly accessible-completely open, and always honest with
oneself.
Therefore, findings in this first section of data analy-
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sis conclude that of the personal data collected from the
first 1-25 questions of the Administrative Compilation Data
Sheet and Simulated Administrative Case Study, similarities
were found in marital status, importance of knowing self,
importance of understanding basic mechanisms of group be
havior, perceptions of self, and the variable of self-
honesty. Minute discrepancies were found in age, number
of dependents, highest degree obtained, and emphasis of
prior training. The only major disparity observed appeared
to be the current positions held, and mean rank of obstacles
to effectiveness. Thus, the demographic differences between
the group of experienced administrators and the group of non-
experienced administrators cannot be stated as distinct, as
reflected in the limitations surrounding this study. Rather,
the similarities and differences between Group I and II were
analogous to a 5:6 ratio figure, leaning more toward the dif
ferences .
Testing the Null Hypotheses
Testing of the four null hypotheses, Ho^, Ho2, Ho3, and
Ho4, composed the major portion of this investigative study,
and addressed the next three consecutive objectives previously
stated in the beginning of this chapter. Table 12 concerned
itself with Ho1, the first null hypothesis, and provided the
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t-figure .501. Employment of the 0.05 statistical level of
significance, the stated null hypothesis was accepted. There
fore, it was found: There is no significant difference be
tween experienced and non-experienced administrators in rela
tion to the ways in which they view administrative problems
as they react to an administrative simulated case study.
Ho2 null hypothesis was accepted at the .05 signifi
cance level on the basis of the t-figure shown in Table 13,
T-Tests of Formulated Solutions. The t-figure, 1.668, im
plied that: There is no significant difference between ex
perienced and non-experienced administrators in relation to
the specific kinds of administrative decisions they make in
viewing an administrative simulated situation.
Statistical data presented in Table 14 showed the
t-figure of .848. At the .05 level of significance, again
the null hypothesis was accepted. There is no significant
difference between experienced and non-experienced admini
strators in decisions made when viewing a simulated admini
strative situation specifically in relation to the cognitive
and affective domains.
The final null hypothesis, Ho4, had a computed t-figure
of -0.159 found in the computer printout, Appendix C. It was
concluded: There is no significant difference between ex-
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perienced and non-experienced administrators in reacting to
administrative values as active administrator within a formal
organization and as individuals within the context of a formal
organization.
Based on the acceptance of the four null hypotheses,
there was no significant difference between the group of
experienced and non-experienced administrators in the way
they viewed the problems, solutions, classification of solu
tions or the way they reacted to the administrative behavior
and personal value scale.
The final section of the analysis of data discussed
the additional data generated from the Administrative Compi
lation Data Sheet and Simulated Administrative Case Study.
The six percentage tables (Tables 15 thru 20) summarized how
the experienced group of administrators and the non-experienced
group of administrators viewed the administrative simulated
case study. The charts were prepared from the Administrative
Problem Identification and Solution Grid, Appendix D. The
grid distinguished what each group perceived to be the main
problem (P), a related problem (p), the main solution (S), or
the related solution (s). Table 15 percentages of responses
suggested the non-experienced group perceived Effective Commu
nication as more of a major problem and a major solution than
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the experienced group. In viewing the Administrative Pro
blem Identification and Solution Grid, this category received
the greatest number of symbolic letters (PpSs), thus, its
importance as perceived by the two groups cannot be taken
lightly. Percentages for Conflict Resolution show Group I
and Group II homogenous in responding to this category as
a major problem and as a related problem. Both perceived
Conflict Resolution as more of a main problem as opposed to
a related problem. However, Group II, the non-experienced
administrators, viewed it as a related solution and Group I,
the experienced administrators, were 50-50 on utilizing Con
flict Resolution as a solution technique. Overall, this
category was perceived as a major problem and not a major
solution as shown by the sample totals of Table 16.
Intergroup Relations was another category which scored
a plethora of the symbolic letters. A larger percentage of
the experienced group viewed group behavior skills as a major
problem than the non-experienced group, but both samples en
dorsed this as a major problem and a major solution. Due to
the number of responses recorded under this heading and the
large percentage figures computed as a main problem and solu
tion area, Intergroup Relations as Effective Communication
must be acknowledged for their elevated positions designated
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by the total sample population.
Little variance between the groups was illustrated by
Table 18, in their perceptions of Sufficient Decision-Making
Input. Group I and II agree it was a major problem and a
major solution.
The fewest number of responses were scored under Moti
vational Skills as depicted by the grid. Neither group saw
it as a major or related problem though some did score it as
a major or related solution technique.
There was also unanimous group agreement in perceiving
Effective Management Skills as a major problem and solution
area in comparing Group I and II responses on the grid, and
in viewing the sample totals of Table 20.
Summarizing the results of Tables 15 thru 20, and taking
into consideration the number of large and small p's and the
large and small s's in the six categories, it was concluded
first the subjects perceived Conflict Resolution, Intergroup
Relations, Sufficient Decision-Making Input and Effective
Management Skills as main problems in the administrative sim
ulated case study. The major related problem was Effective
Communication, the only percentage above the 50% mark. Large
solutions included Effective Communication, Intergroup Rela
tions, Sufficient Decision-Making Input, Motivational Skills
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(qualified by the number of symbols in that category) and
Management Skills. The main related problem was Conflict
Resolution, the only percentage over the 50% mark.
Perhaps even more significant was the fact that Inter-
group Relations and Effective Communication were the two most
identified sections for problems and solution areas, Inter-
group Relations ranking number one. Conflict Resolution,
Management Skills, Sufficient Decision-Making Input, and
Motivational Skills taking their places respectfully.
Chart I and Chart II dealing with the Classification
of Administrative Decisions by Domain further highlighted
the importance of Effective Communication and Intergroup
Relations as perceived by the total sample population. The
experienced administrators classified most of their decisions
as a Combination of Both (affective and cognitive domains),
with a substantial amount responding to the Affective Domain.
Group II, the non-experienced administrators, categorized
almost all of their decisions in the Affective Domain as il
lustrated in Chart II. Chart III presents an overview of the
responses received from the total sample population, further
substantiating the aforementioned conclusions.
The final portion of the additional data involved the
section of the questionnaire uniquely administered to Group II,
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the non-experienced administrators, and provided insight to
the last stated objective of this study. Table 21 statisti
cally showed that 45.6%, almost half of the class, perceived
their series of affective training sessions to have resulted
in much change in the way they viewed people within the con
text of a formal organization. The remaining subjects were
equally divided (27.2%) between some change and complete
change categories.
Discussion of Findings and Conclusions
The additional data of the analysis of the information
gathered became the most important aspect of this study in
providing information on how the groups of experienced and
non-experienced administrators viewed and reacted to the case
study, their decisions and the relationship of those factors
to cognitive and affective domains and specific training
skills. First, as evidenced by the analysis of data, the
two outstanding problems and solution areas involved commu
nication and human relations. Secondly, that many of the
answers to administrative crises were derived from the Affec
tive Domain. The critique of the literature has repeatedly
pointed out the truisms of that statement. Research has proven
time and again that the human element and the method of inter
action between individuals within a formal organization deter-
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mines almost entirely the effectiveness of the administrator, and
the successful completion of the objectives to be met.
Although this particular study did not show any significant
difference between the experienced administrators and the non-ex
perienced administrators, for null hypotheses Ho^, H02, H03, and
H04, the study did demonstrate some poignant facts. One, that both
groups unanimously agreed upon the problem and solution areas which
many administrative crises typically emanate from~conniunication
and human relations.
The study does demonstrate that these two areas, categor
ically emphasized, were elements of the Affective Domain, implying
that administrative professional training programs in institutions
of higher education desperately need to reorient the emphasis from
the cognitive skills to development of more humanistic skills in
the affective area. This does not disregard the function or impor
tance of cognitive skills (i.e. recall and recognition of theories,
theorists, or techniques)Cin developing effective leadership ability.
The Cognitive Domain should also be recognized for its role in the
administrative process.
A leader who has the ability to mobilize his staff, but has no
technique, such as management of objectives, to do so will fail in
accomplishing his objectives. The same can be said of the leader who
has competently learned all of the techniques and theory of administra
tion, but cannot obtain any cooperation among his subordinates. Each
administrator would encounter difficulty in realizing the goals and
objectives established by his organization. Undoubtedbly, each of the
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administrators in the cases mentioned would eventually be
come casualty cases in the field of administration. Frus
tration, resentment, and loss of motivation is a sure result
for both leader and organizational members.
The Cognitive Domain and the Affective Domain possess
important and vital contributions in the nurturing of ef
fective leadership abilities and skills, however, the af
fective must take priority position in administrative
training programs because the common problems confronted
by the administrator are prevalent in that domain.
Acceptance of the null hypotheses implied that the
treatment, affective training, received by the non-experi
enced administrators had no effect and did in no way modify
their behavior. Yet, the study demonstrated that some change
can be affected through use of affective training, shown by
the non-experienced group's responses in the Affective Domain
Change, Table 21. Modification of human behavior would be
the whole basis for placing the emphasis on developing af
fective skills.
Factors Limiting the Study's Findings
The limitations mentioned in Chapter I, such as the
small sample size, the pre-selection of the sample popula
tion, inherent problems in usage of a questionnaire, and
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problems encountered in utilizing simulation as a research
tool, all have a bearing upon the findings and conclusions.
However, the most significant factor contributing to the
limiting of the conclusions and findings stemmed from ad
ministering the Administrative Compilation Data Sheet and
Simulated Administrative Case Study prior to the completion
of the affective training sessions. There were approximately
nine more sessions experienced by Group I after the instrument
had been distributed. This may account for the discrepancy
of no significant difference for the null hypotheses, and
yet 45.6% of the subjects in Group I perceived some change
in their view of individuals within the context of the for
mal organization.
The training in the Affective Domain became more in
tensive as the sessions progressed. Videotaping of the last
four sessions took place, participation in such activities
as the "power game," exposure to provocative objects to so
licit spontaneous responses, and role-playing were some of those
activities. It can be hypothesized that had the experienced
group been presented with the instrument upon the completion
of these training sessions in the Affective Domain, the re
sults may have been quite different.
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Recommendations
Based upon the discussion of the findings and conclu
sions, the author believes that the study did provide some
direction or general tendencies concerning the administra
tive function. In our present society, the situation pre
sented in the simulated administrative case study was not
atypical. Many administrative crises will undoubtedly in
volve sensitive and explosive issues, mainly concerned with
interpersonal relations and conflicts among groups of people.
Yesterday's schools are not good enough for today's
needs, and it is equally certain that this year's
administrators are not going to be good enough for
the times we are moving into. To fill his office,
literally and figuratively, a high school administra
tor must be able to do more than handle a bag of age-
old tricks. And the preparation of men and women for
this crucial educational post must be based on contem
porary conditions and contemporary scholarship, rather
than on the simpler educational ways and the tidy lec
ture notes about them that continue to be the founda
tion of so much so-called preparation for principalship.
In light of the implications of the findings and stated
perspective, the following recommendations are respectfully
submitted:
1. That educational institutions of higher learning
with education administration and supervision pro-
1-David B. Austin, "Thoughts & Predictions on the Prin
cipalship, " National Association of Secondary School Princi-
pals (1968), pp. 141-149.
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grams emphasize training in the basic group mecha
nism; interpersonal skills and those concepts found
in the Affective Domain
2. That courses, seminars, and workshops be oriented
toward developing an individual's awareness of
self, perception of self, perception of others,
values, attitudes, beliefs, etc.
3. That educators of administration and supervision
be afforded the opportunity to explore and develop
skills in conducting affective training sessions,
learning how to create simulated situations, role-
playing situations, and provide an in-depth under
standing of these activities and their meaning to
their students
4. That cognitive skills take a secondary position in
the curricula and activities, and be interwoven
where educators deem it appropriate
Implications
Implementation of the three recommendations would equip
an aspiring administrator with all the tools necessary to pro
vide the individual with a successful and satisfying administra
tive career. Organizational members would find themselves less
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inflicted with conflicting discrepancies between their per
sonality and needs, and the institutional goals and expecta
tions, because at the vanguard of the organization would be
an individual sensitive to his needs and possess some ability
to diminish the conflict area represented in Fig. 1. of
Chapter II.
The crucial dimension of the principal's role
. . . has been defined as the mediators of organi
zational demands and personal needs. Both the organi
zation and the individual profit from an arrangement
which permits organizational goals to be met with be
havior that is satisfying to the needs of the individual.
Organizational objectives would be attained in a much smoother
fashion by the leader's ability to obtain a quality effort
from his staff members. Intrinsic satisfaction for the
leader and the administrator would result.
Advantages of a curriculum emphasizing training in the
affective domain transcends benefits received within the con
text of a formal organization. Personal growth for each in
dividual can be viewed as a ramification of this type experi
ence. One begins to develop insight into his inner being,
discovering aspects of self which not only enables him to be
come an able administrator, but a much more confident person
who is aware of his weaknesses, strengths, internalized value
2Roy E. Harkin, "The Principal As Mediator," 53 High
School Journal (March 1970), pp. 333-339.
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system, and other psycho-social characteristics usually only
»riefly touched upon in traditional administration programs.
He has to be sufficiently secure in his position and as
a person to accept these facts and assume the responsi
bility for facilitating the development of confidence,
trust, and the abilities of group members to initiate a
role they deem appropriate for the situation at hand.
Once an individual possesses that self-knowledge, he
s within range of reaching the highest level of Maslow's
leed hierarchy—that of self-actualization. The lower needs
f self-confidence, self-respect, status, recognition, etc., .
ould be satisfied to such a degree where one's attention
eed not be focused upon those needs. Creative abilities can
hen be developed and released. The individual can continually
ndulge in the process of personal growth once his attention
s geared to that whole realm of thought.
Finally, implementation of the recommendations could mean
mproved relations among people in general by development of
ensitivities toward human behavior and all that it encompasses,
kills developed for administrative positions will naturally
arry over into relationships in every phase of one's life,
ot only on the job. Thus, implementation and development of
uman skills in the affective domain would have a three-fold
3stuart A. Marshall, "Leadership & Sensitivity Training,"
53 Journal of Education (October 1970); pp. 6-36.
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affect on the person as an administrator, as an individual
per se, and as a person who is a member of a society sorely
in need of improved human relations among all its people.
Further Research
Due to the limitations reiterated throughout this
research endeavor, the author urges further exploration into
affective training and its relationship to administrative
training programs. A research investigation repeating the
basic procedures of this study, with slight changes in the
instrument, a pre and post test for the subjects, and admini
stration of the instrument at the end of the training sessions
would be desirable and quite interesting in terms of confirm
ing or negating the conclusions found in this investigation.
Closing Statement
Although many educational institutions cling to the
dissemination of cognitive skills, the new thought of devel
oping sensitivities to one's feelings, beliefs, values, and
those of others is increasingly seeping to the forefront.
The importance of interpersonal relations is fast becoming
acknowledged for its worth in the administrative process, and
therefore, for its worth in incorporating this humanistic
approach throughout educational administration and supervision
programs in the higher level educational institutions.
APPENDIX A
ADMINISTRATIVE COMPILATION DATA SHEET AND
SIMULATED ADMINISTRATIVE CASE STUDY
Respondent's .¥ Group I or Group II
Administrative Compilation Data Sheet and
Simulated Administrative Case Study
i. DATA SHEET
Title of Position
PLSASE CK3CK THE FOLLOWING ITEKS THAT ARE KOST APPLICABLE TO YOUR CURRENT STATUS




I 50 - 59
_____ 60 or over












How many years have you held your current position?




______ 13 or more







6. In obtaining your current position, did yous
_____ as a result of certification
___ respond to family influence
_______ respond to peer influence
_____ respond to community influence
"" respond to Influence of superiors
7, How many students are directly under your responsibility?
less than 50 201 - 350
51 - 75 _ 351 - 500
"" 76 - 100 501 - 700
101 - 150 701 - 1000
" 200 —— over 100°
8. What professional administrative position do you hold now or what





"— other (please specify)
9. What is the average number of hours you work per week?
___ less than 40
™ 40 - 44
"~~50 - 54
_______ 55 or more




11. Are you currently satisfied with the level of authority accessible to you?
.____ yes
______ somewhat
1Z In your daily work, which professional group do you Interact with most?
______ people in superior positions
people in subordinate positions
-3-





Ik. Which factor appears to be more of an obstacle to your effectiveness?
(please ranks 1, 2, 3)
ability to deal with myself effectively
______ ability to deal with other people and groups effectively
ability to deal with conflict situations effectively











17. IJhat is your ultimate career aspiration?
(specify title of position)





19. In what year did you complete requirements for your most recent degree?
prior to 9




20. Do you feel that the type of professional training that you received
or are receiving emphasized:
cognitive
______ affective
^^^ combination of both, please explain _—,—,»^™
21, Do you feel it is important to know yourself and how you are perceived





22, Do you feel it is important to understand the basic mechanicisms of






23, Can you name a specific course'or courses which has helped you understand
yourself more than any other?




25, I feel that I am perceived ass




II. SIKULAT1D ADKINIST-BASIVB SITUATIQM - Metropolis, USA
INSTRUCTIONS; Please read the following case study very carefully. Take
your time and try to grasp the situations as if you were,
and you are, directly involved in it. At the end of the
case study you will be asked to make an analysis of the
problems involved and specific administrative decision/3
related to those problem areas that you have analyzed,
Background Data; 1 adison Hope Senior High School is located near the inner-
fringe of an area that one time was considered the most prestlgous middle-class
residential neighborhood in ietropolis. However, the past fifteen ysars had
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brought about drastic changes in the racial composition in the school and
the physical appearance of the neighborhood. The school at one time, had
been predominantly white T*ith a few black families living within 10-12 blocks
of the school. So the children of those families composed the only black
students of the school. At one time the principal and all department heads
and counselors, as well as all teachers ware caucasion. Today at I-iadison
Hope High School the student population and staffing pattern is quite different,.
The school population consists of 1600 students* 75> black, 20$ white,
and 5?» Spanish speaking. Of the 35 persons making up the teaching staff, 2?
are white, 7 are black, and oaerSpanish speaking instructor. Dre Thomas T9
Uncle, black, is the principal of Iadlson Hope Senior High School. He is
assisted by two white vice-principals and a white guidance counselor, 1x3.
Ann K, Class.
Situations like this in regard to changing school populations aud
changing staff patterns are occurring throughout the cities and towns of
the United States, and as a result of these changes, very serious admini
strative problems have arisen. The case study bolow is but ona of these
situations,
fhase Is Dr. Thomas T. Uncle, a graduate from the University of Metropolis
walked into his off ce at ladison High School one very cold morning in
February. While he had arrived early, there were five who had been there
even earlier because they were concerned about a situation they felt was
developing in the school. One that they thought had very explosive potential
and which Dr. Uncle should be made aware of and sake a decision about at once.
For if a decision t*asn't made, serious concequences would be the logical result<
This is the scene that followedt
tin. Smith was spokeswoman for the group. She spoke in a. vasy sapid,
excited manner. She blurted out her concerns regarding the upcoming black
assembly and the repercussions she felt would result from this assembly being
presented. She felt that the emphasis on the lives and works of what she
referred to as a black militant, Iialcolm X, would further divide the student
population that had already been split further apart by previous incidents,
and the issues usually decided strictly along racial lines. "That Sonny
Holmes is always disrupting my class, questioning the contributions that
white Americans have made to the development of our great and glorious
country, and constantly berating me for not teaching more about fclsek people's
contributions to America. Lord knows I tried to give both groups their just
share, but black people have only really been out of slavery for 100 years
so...." The other three members of the group concurred with Ixs, Sic^-Vs
analysis and agreed that the situation was dangerous. Ixs. Teabottom <a-:claimedc
"I fear for my life. Sometimes I just can't urcrterstaiid those children," Krs,
Oreo, the only black member of the group, nodded in agreement. "I just can't
understand why my people make it so hard on themselves. Why can't they be
like me, work hard, keep their mouth's shut, go to church, graduate from
college, and become a professional person like I am." Dr. Uncle nodded in
agreement with Vxs. Oreo's statement, and thought to himself, "Ye3: why can't
they all be like her Goddamlt''" He slowly got up from his desk axai watteA
around to the concerned group and said, "Your right, I have notiesd a tension
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that seems to be in every classroom and hallway. Who is in charge of the
assembly program? Have that teacher along with the assembly planners and
Ir. Holmes report to my office at 10s30a.m. I will take care of the matter
at that time. Thank you for sharing with me your concerns. Put your worries
aside and have a good day." With that, the four ladies left smiling and
breathed a sigh of relief. Dr. Uncle returned to his desk and began shifting
through papers on his desk, and yet, hit mind was still on the 10s30 meeting.
Phase II - IOjOO: Ks. Aroc Being, a 24 year old black graduate at Letropolis
University entered into the room along with Sonny Holmes and two ether members
of the teaching staff, is. Being was livid with rage. Her brown eyes, glit
tering were shooting off sparks as she addressed Dr. Uncle. She fought for
control) "Fir. Uncle, I heard by the grapevine that you are going to cancel the
upcoming assembly that I have worked so hard to organize. You are going to
cause many more problems than you have already unless we get your complete
support on what I consider to be a contribution to the greatest American my
people have ever known." Sonny Holmes standing just beside Is, Being nodded
his head in vigorous agreement, "Yeah Dr. Uncle, I.s. Being is telling you just
the way it is. ialcolm to us is a messiah, a man who spoke the truth about the
situation and conditions here in America and we know who our real enemy is now,"
He sneered at Dr. Uncle. He leaned forward and looked Dr. Uncle right in the
face. Dr. Uncle hadn't realized how much hair Sonny had on his head, and
thought to himself, "that boy needs a hair cut." Sonny went on, If this asem-
bly doesn't go on as planned, you, Ice. Whiteman, are in very big trouble."
Before Dr. Uncle could react, the two who had just spoken, reeled, and were
heading out the door. The two white remaining members of the group turned
embarrassingly toward Dr. Uncle, hesitated, and then also left. Dr. Uncls
sat back, thought for a minute, then 'he-* leaned forward, took a clear* sheet
of paper from his desk draw and wrote the following memo:
Dear is. Being:
Your conduct this morning has left me with
just one alternative and that is to suspend you
from the staff of this school indefinitely. You
need not return until a hearing for you has bean
arranged by the superintendent. Turn your keys
in.
Respectfully,
Dr. Thomas T. Uncle, Erineip*O
ladlson .lope High School
On the second sheet of paper, Dr. Uncle addresced a letter to: , .
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Mr. & Mrs. Hussell A."Holmes
3709 White Street
I-.'etropolis, USA
Dear Mr, & Mrs. Holmess
Your son, Sonny, is hereby suspended from school in
definitely for gross disrepect of authority and insubordination.
An official letter from the Superintendent of Schools will be
forthcoming. Don't call us, we will contact you.
Respectfully,
Dr. Thomas T. Uncle, Principal
Madison Hope High School
He arose from his desk, smiled, walked over to the door of his office and
asked his secretary to type the two memos up at once, and to see that they
were on their way in the next half hour. With this done, he went back to
his desk and began shifting papers around.
Phase Hit Two days later at a hastily called meeting, Dr. Uncle entered the
auditorium from the rear door. What he saw startled him. There in the first
fovir rows was at least twenty-six angry black faces. He noticed at once that
a person had arisen in the group. It was Ms. Aroc Being, a newly admitted
member into the Nation of Islam. Her close cropped afro was now neatly hidden
by a beautifully made veil, made of white muslim, with a gold star and crescent
in the middle. Ms. Being spoke softly with her voice tinged with anger, "My
religion, Dr. Uncle, forbids me from raising my voice, yet, I feel that as a '
former employee and as a citizen I do have certain legal rignts of which you
will hear about later in a court of law. But I will say to you now, that your
actions regarding any attempt by people of colour to proudly recognize accepted
leaders of"their race can only add fuel to the already dangerous situation that
exists here at Madison Hop High. I hope you are ready to receive the results
of those consequences,, With that the tall proud black woman wheeled and left
through the front door of the auditorium. As soon as the door closed, every
one began talking at once and Dr. Uncle attempted to quiet the audience so that
hs could speak. One large black man yelled out, "It better be good Charlie, It
better be good!" Dr. Uncle nervously began to talk...
Phs.se IV: Dr. Uncle is waiting in the outer office of the Superintendent of
School-Tin Metropolis. His face was lined and haggered and his uneasiness was
most apparent. He nervously opens and closes his hands, and if you glance close
ly, you could see small beads of sweat on his upper lip that he brushes away
periodically. What does the Superintendent want he thinks, as he opens the
letter in his hand that he has read and reread a hundred times since he received it:
Dear Dr. Uncle:
Please meet with me and four members of the community in
which your school is located. At that meeting will be Mr. and
Mrs. Russell A. Holmes, Ms, Aroc Being, and Mr. Van Daniels, school
board attorney. Please bring with you any
documented evidence regarding any of the
aforementioned people and any correspondence





Dr. Uncle folded the letter, put it in his suitpocket, and continued, to *ratch
the clock on the wall as it ticked relentlessly toward 10:30a.m.
INSTRUCTIONSs Before an administrator can make decisions, he or shb aust first
be able to localize and isolate the problems and then make de
cisions based upon those identified problenss. Please list below
what you perceive to be the most pressing of problems that Dr.
Thomas T. Uncle had to face. All administrative decisions mast
of necessity involve both the cognitive and affective domains.
Please indicate specifically, after you have isolated,, identified,
and jnads your administrative decision just exactly what domain
influenced that decision tae most. If you feel that in making
the decision you utilized both domains, please explain






Your administrative decisions to the problems you listed. 1-5 above.




(Cognitive), (Affective), or (A Combination of Both) . Please be specific




11 A PRE-POST SIMULATION COMPARISON:
PERSONAL VALUES AND ADMINISTRATIVE BEHAVIOR
ng the most difficult kinds of decisions we make as educational administrators are those that
ire us to choose between mutually desirable alternatives. Often the ideals or values
we and our society revere in the abstract, are found to contradict or severely limit each
r in practice. Some of these "value dilemmas" are suggested by the concepts listed
site each other below. As an educational administrator, indicate how you balance these
epts when they conflict by checking the appropriate position on the scale between each pair,
instance, if you feel that the need for freedom must virtually always be given priority over
leed for order, you would answer thus:
jdom V Order
he other hand, if you tend to give slightly more importance to order, your response
Id be:
sdom Order
se respond accordingly by giving your personal judgments as an administrator on the
ems below. Assume for this exercise "that you can't have it both ways."
wide participation in
sion making even if efficiency
; be sacrificed.
flexibility in the organization
>st of maintaining the structure.
decisive action more than
v and contemplation.




ttivity is more important than
•discipline in staff personnel.
ingness to risk is more
>rtant than security.
Sessional independence is
e needed than accountability.
Seek efficiency in decision
making even if participation
must be sacrificed.
Seek to maintainthe structure
at the cost of flexibility.
Value ca reful study and con
templation more than
quick action.
Cooperation is more vital
to the institution than
competition.












3 more important to be ^__ _
;ntedtoward processes than
s.
npassion must have priority
r the strict demands ofjustice.
nedom is essential even if
er must be sacrificed.
mge must always take •
cedence over tradition.
xition and feeling are better
des than reason.
lowing the dictates of your
iscience is more vital than
alty to superiors.
ralue-diverse staff is
rferable to a value- ''-
nogeneous one.




jerty must be sought even at
cost of equality.
should be more concerned
>out particular cases than the
neral picture. *
r concern must be more with *
; present than the future.
iividuality is a more valuable
ality than sociability.
alism is preferable to
agmatism inadministrators.
It is more important to be
oriented toward ends than
processes.
Justice must have priority
over compassion.
Order is essential even if
freedom must be sacrificed.
Tradition must always take
precedence over change.
Reason is a better guide
than feeling or intuition.
Loyalty to your superiors is
more vital than following
your conscience.
A value-homogeneous staff
"is preferable to a value-
diverse one.





Equality must be sought even
at the cost of liberty.
One should be more concerned
about the general picture than
particular cases.
Our concern must be more
with the future than the
present.
Sociability is a more valuable
quality than individuality.





re needed than one with
ivity.
erial orientation is
•able to an ethereal one.
^termination is more vital
espect for authority.
An administrator with
objectivity is more needed
than one with conviction.
An ethereal orientation is
preferable to a material
one.
Respect for authority is
more vital than self-
determination.
APPENDIX B
SUMMARIES OF AFFECTIVE TRAINING SESSIONS
Summaries of Affective Training Sessions
1st Session; During the first session, there was a general
introduction of students to each other, and
a learning of names. The facilitator gave a
general introduction of Principles of Admini
stration (EDA 500), and an overall discussion
of education, its purpose, its role in society,
etc.
2nd Session; A student was placed on the "hot seat," and
asked to play the role of administrator who
must deal with a situation where teachers
from a "paradise school" are compelled to
enter an atmosphere where discipline is at
a low, facilities are poor, class size is
astronomical, and general condition of the
school is undesirable. Several other students
portrayed the role of those teachers forced to
transfer. The administrator must face the
wrath of teacher hostility. A feedback ses
sion on how the administrator handled the
situation ended the session.
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3rd Session; The following role-play situation was created:
Principal is faced with a staff member failing
Mayor's brother's son who has received a four-
year basketball scholarship from a well-known
college. The teacher refuses to change his
grade which would restrict him from graduating.
Mother and father are in the principal's office
Teacher is called and continues to refuse be
cause of the principle of the matter. Feed
back session was held on the motives, pres
sures, values, and beliefs involved.
4th Session; At the beginning of class various students
were given instructions in letter form to be
implemented. One letter instructed a student
to form a group to draw up questions to ask
the remainder of the class. Another letter
designated a member of the class to form a
group to write down the main points of the
chapter. A third letter instructed a member
to form a group to observe the methods and
procedures by which the other two groups
accomplished their objectives and to be able
to report the observations at the end of
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class. The observations were reported and
a general discussion of how different stu
dents perceived their instructions, why they
perceived the instructions that way, etc.
5th Session; This session began with the asking of three
questions: Would you be willing to give up
your life for someone in another country to
live? Would you be willing to give up your
life for someone in the U.S. to live? Would
you give up your life for a member of your
immediate family to live? This last question
was left for each to answer within. A life-
death game was played, where each student was
given three pennies to be considered one's
life blood. Tables and jars of pennies were
set up representing the School Board and all
its power, Mayor's Office, Chamber of Commerce,
and $200,000 home. Rules allowed the players
(all class members) to purchase these items
any way possible to stay alive when the price
of life arose to four pennies, six pennies,
eight pennies, and so forth. Some people died
in the game because they gave up their pennies
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to allow someone else to live. Some died because
they were tricked into giving someone else their
pennies. Finally, everyone died because no one
had enough pennies to survive. Several students
discovered certain aspects of thanselves and their
personalities which they had not previously been a-
ware of. Others perceived their actions as confirm
ing what they felt themselves to be originally. A
feedback session was held to discuss reactions to
other members of the class, feelings and thoughts
while the game was in progress, and also to discuss
observations of the final outcome.
6th Session: This class was strictly cognitive in nature, meaning
emphasis was on the facts of administration as a
science. The facilitator discussed the history of
administration, the various theorists, as well as the
theories they espoused. Also talked about were the
varied aspects of administration, such as decision-
making, coordination, and implementation. The processes
of decision-making, philosophy, objectives, coordina-
of staff, communication, etc. followed accordingly in
the discussion. Several statements on the cognitive
skills function in the administrative process were
provided by the facilitator.
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7th Session: A student was put on the "hot seat" as administra
tor who has the difficult task of relaying the news
he received, that each budget of the different de
partments in his school would be slashed in half.
Four other class members role-played the heads of
the different departments and interacted with the
administrator resisting what he had to say. Later
another feedback session on the method utilized by
the administrator in communicating the budget cut
was held. The reactions, feelings, and general
thoughts concerning the interaction between admini
strator and department heads took place.
8th Session: The class was given ten minutes to peruse a handout
on the theoretical model, management of objectives.
The class was then instructed by the facilitator to
go about the business of setting up an organization.
The class chose to create what they labeled the Sat
urday Organization, with one member of the class chosen
as the leader of the organization. The designated
leader attempted to lay out the objectives, philoso
phy, and elect members to the offices. Meanwhile the
facilitator merely observed what was happening. When
the organization's business was completed, the floor
was open to discussion. Some members expressed their
confusion about the philosopy and objectives, and
seriously questioned what the organization was all about.
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Some expressed displeasure at the leader's
disregard for their questions. Feelings and
perceptions of the leader, and the administra
tors perceptions of his role were explored.
9th Session; March 8, 1975 marked the administering of
the Administrative Compilation Data Sheet
and Simulated Administrative Case Study.
The atmosphere and activities during this
class period is explained in the body of
this study. A feedback session on the stu
dents thoughts on what Dr. Uncle had been
feeling and experiencing was held.
10th Session; Presentation of an original case study by one
of the class members was given. Upon reading
the case, discussion of each members solution
occurred. Each person interpreted the facts
and related their decision based upon the
assumptions they made. The facilitator then
changed the circumstances slightly to provide
added tension and anxiety, designating one
person as the administrator and another as
the one he interacts with. Again a feedback
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session was held to discuss the feelings each
individual experienced in his role and the
projected consequences of the decision made.
The final comments pertained to the actual
outcome of the "real" case from the class
member who presented it.
11th Session: A discussion of a second original case study
of a class member was the activity of this
session. It was handled in the same manner
as the previous one.
12th Session; This session was the first in a series of
four sensitivity workshops. Class began with
the activity, People-to-People. One student
would call out a part of the body and every
one else must find a partner while circling the
room, and touch that part of the body (i.e. two
elbows, two shoulders, etc.). This activity
allowed everyone to relax and feel a little
more comfortable. The next activity was the
planning of the next session. The class was
divided into two groups to decide the priority
of objectives they wished to be the main focus
of the next workshop day. A concensus of the
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two groups was taken to prepare the objectives
for the following week. Finally, an attitude
observation exercise was held. Each person was
asked to give spontaneous responses to various
objects and items spread out on the floor.
Individual attitudes toward government, sex,
alcohol, marijuana, etc. were revealed. Time
was given for a feedback session on the day's
activities and their relation to administra
tive functions.
13th Session; This session began with the filling out and
collection of a questionnaire inquiring about
one's current position, their position in the
hierarchy, relationship with superiors, etc.
to identify students with some administrative
experience. The Happy Face exercise was next,
where each person would draw a picture of them
selves and using one word, describe how they
were feeling that particular morning. The
sketches were then passed around to each per
son until it came back to its original owner.
The class was then asked to select another
classmate, chose a physical trait or aspect of
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the personality that they perceived as being
a positive one and relate why they felt it
to be so. Secondly, the class was asked to
choose another person and point out a nega
tive aspect of that person and relate why
they did not like that particular trait in
the person. Lastly, the facilitator handed
out little pieces of paper stating the facts
of a situation in which they were to role-
play. The situations focused upon communi
cation skills, because the class as a whole
had decided that communication and planning
should be the primary objectives of this ses
sion when planning the objectives in Session
12. A short lecture introducing the techni
cal terms of reflexive listening in the model
for communication was given by the facilitator
in between activities. Also a brief discussion
of the Operational Planning System (OPS) took
place. The relationship of the activities to
the administrative role was discussed in the
feedback session.
14th Session: A review of the role-playing situations on
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videotape began this session. The facilitator
and class discussed what was actually occurring,
the obstacles to effective communication, and
possible alternatives to handling the situation.
A reiterating of the terms, "reflexive listening,"
"empathy," and "you statements," were brought out
in the reviewing of the role-playing simulations.
Next, the power game was introduced to the class.
Each person was required to contribute $5.00 of his
money, which was to be controlled by one group of
students, the "haves." The other group, the "have
nots," were presented with the problem of construct
ing a plan to persuade the "haves" to share the
money. Each group was separated by classrooms and
provided a consultant who acted as mediator between
the two factions. The "have nots" spent the remain
der of the class time together drawing up a detailed
plan of alternatives which the "haves" might con
sider worthwhile enough to share their wealth.
15th Session; The "have nots" were given ample time to present
their alternatives to the "haves" through their
spokesman, after the final details of the presenta
tion was completed and agreed upon by the entire
group. Finally, both groups came together and
127
the "have nots" presented three alternatives
to the "haves," who had some idea of what the
"have nots" wanted to do with the money via
the consultants. The "haves" rejected the
other group's plan and presented a detailed
plan of their own. Some discussion occurred,
because the ?!have nots" felt slighted by not
having a voice in the final decision. A feed
back session on the meaning of the "power
game," possible ramifications, its relevancy
to administration, and the hierarchy of posi
tions and society in general ended the session.
The class remained to further discuss what was
to happen to the money each had contributed.
It was decided mutually by all that a social
event to end the semester and a small token
of appreciation to the two facilitators would
be appropriate.
16th Session; The social event was a picnic at a nearby park.
NOTE: All four sensitivity sessions were videotaped. Each
student was asked to keep a personal log of reactions
to activities and all that took place during the four-
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day workshop. Also a special resource person who
specialized in human relations operated the sensi
tivity sessions and conducted the activities.
APPENDIX C
T-TESTS OF CORRELATIONS ON PERSONAL
AND ADMINISTRATION VALUES
"f&ffh CJSr COftftUflTlOMS Oft! r«ili0M|li » AdtfiiN. VV)luU [
I * r
T-TESTS FOR INDEPENDENT MEANS AND
=»7ESTS FOR HOMOGENEITY OF INDEPENDENT VARIANCES. f'
..3ECRGE... PEABODY COLLEGE COMPUTER CENTER, VERSION OF JULY I,
CORA DATA STUDY \
1 DEPENDENT VARIADLE(S). ?'
1 CARD(S) PER SUBJECT.
1 VARIABLE(S) ON CARD 1. _, ,..
MO VARIABLE NAMES SUPPLIED.
ZERO SCORES (IF ANY) INCLUDED IN ANALYSES.
format, card( s) =. __ „ ; : :....; _.,...'ll:,.'.. .'„.:.. "...;;1:.7.
(1F5.O)
3ROUP 1. .12 SUBJECTS. - CONTROL GROUP"7\
5RCUP 2. 12 SUBJECTS. EXPERIMENTAL GROUP
Analysis for variable l. ■■■■■■, i
3RGUP MEAN STANDARDJpEVIATIpN _ VALID N '.'
1 . 0.23 0.58 12
2 0.26 0.39 12 __
F = -6%159 WITH 22 DEGREES OF FREEDOM AND P = 0.8688. [
?-TEST FOR HOMOGENEITY OF VARIANCES = 2.189
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ABSTRACT
PERCEPTIONS OF A SIMULATED ADMINISTRATIVE
SITUATION AS PERCEIVED BY EXPERIENCED
AND NON-EXPERIENCED ADMINISTRATORS
Purpose
The primary purpose of this research endeavor was to
generate data on experienced and non-experienced administra
tors to determine whether training dealing with the cognitive
and affective domains can be developed in unison to provide
non-experienced administrators with greater humanistic and
technical skills than experienced administrators. In this
attempt, profiles, perceptions of problems, solutions, clas
sification of solutions by domains, and personal and administrative
values were focused upon.
Methodology
Data was compiled from the Administrative Compilation
Data Sheet and Simulated Case Study presented to two graduate
classes in the Administration and Supervision Program. One
class consisted of experienced administrators, and the other
consisted of essentially non-experienced administrators. The
research design included a treatment factor for the non-experi
enced group—a series of continuing affective training sessions.
Both groups were compared and contrasted for similarities
and differences in their perceptions, values, and also all of
their responses in relation to the affective or cognitive
domains.
Conclusions
It was concluded that the experienced and non-experi
enced administrators were not distinct in terms of personal
characteristics and demographic data. There was no signi
ficant difference found between the experienced group and
the non-experienced group in their perceptions of the pro
blems, solutions in viewing the simulated case study. There
was also no significant difference found in their reactions
to an administrative and personal value scale. Data emanat
ing from the Administrative Problem and Solution Identifica
tion Grid does conclude that both groups were unanimous in
perceiving Effective Communication and Interpersonal Rela
tions as a major problem and solution area. Illustrations
of responses by charts show there was mutual agreement be
tween the groups in perceiving their solutions as falling
within the Affective Domain.
Further, 45.6 per cent of the non-experienced group
assessed their affective training sessions resulted in much
change in broadening and clarifying the way they viewed in
dividuals within the context of the formal organization-.
The data from this study may be utilized in re-examining
graduate training programs in administration, and supervision in
terms of where the emphasis of that training should be placed—
Cognitive or Affective Domain. Curriculum developers of gradu
ate programs may further utilize this data to formulate courses,
seminars, and workshops in the perceived problem areas such as
Comaunication and Interpersonal Relations. Finally, this data
can be used to provide alternatives for instructors of education
al administration and supervision in employing simulation, role-
playing, and simulation "games" in preparing aspiring administrative
personnel.
Implementation of such a curricula would mean not only
providing more effective leadership for educational institutions,
but nurturing a touch more sensitive and aware individual capable
of promoting good human relations among people.
